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The problem. The purpose of this study was to examine 
any changes in the characteristics of persons seeking new 
employment opportunities in the state of Iowa. The study 
included all persons who applied for job-referral assistance 
at a Job Service of Iowa office during the first quarter of 
the fiscal years 1970, 1975 and 1978 through 1982. 
Procedure, Data for the study were obtained from com- 
puterized records compiled by Job Service on all applicants 
during the above periods. The information was gathered by 
Job Service interviewers, on a standardized interview forn, 
for each client at the time of application for services. 
Characteristics of age, race, sex, current work status 
and occupational preference were tabulated. Contingency 
tests were performed to deternine whether significant changes 
in the frequency of the variables had occurred during the 
period covered by the study. 
Findings. Six null hypotheses were tested far signifi- 
cance at the .01 level and all were rejected when significant 
changes were demonstrated in the proportion of: ill male/ 
female applicants, (2) rnale/female applicants within all. nine 
occupational preference categories, ( 3 )  applicants who were 
employed full-time, part-time or unemployed within all nine 
of the occupational preference categories, ( 4 )  White, Black, 
Spanish-speaking, American Indian and "other" minority 
groups within eight of the nine occupational preference cate- 
gories, (5) person" age: twenty-two or less, twenty-three 
to forty-four, forty-five to sixty-four and sixty-five and 
over within all nine occupational preference categories, 
and finally, (6) the total number of persons seeking 
assistance through Job Service. 
Conclusions. The study found that since 1970 there 
have Deen significant changes in the characteristics of Iowa 
job seekers, and that several trends which peaked toward the 
late 1970's began to decline by the early 1980's. The study 
concludes by suggesting interpretations which might be 
drawn from these findings. 
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CHAPTER OHE 
Introduction 
Work is the activity that consumes the single greatest 
number of a person's waking hours. It significantly in- 
fluences personal development and change in the identity 
of "self" through the stages of life. It is generally 
agreed that an individual's work represents one of the 
mast significant aspects of his/her self-esteem. 
In American culture, when an individual is experi- 
encing difficulty in one ar more areas of personal 
development due to a lack of employment or unsatisfactory 
employment, that person generally, or at least hopefully, 
seeks help. While this aid may include efforts by a pro- 
fessional to assist the person to achieve a more positive 
self-image, it is usually quite pragmatic in nature and 
is designed primarily to help the person find employment. 
A government-funded employment service may represent 
the "" fon t  line" in matching people with jobs. Statistical 
information obtained from such an employment source should 
be generalizable to the majority of individuals seeking 
help with employment or career improvement. 
While it may be possible to make certain generaliza- 
tions about people seeking employment or career change, 
it is equally important to realize that there are also 
major differences. Individuals seeking employment change 
for advancement, monetary gain, increased responsibility/ 
prestige/recognition, or new stimulation/prestige/challenge, 
may have different self-concepts than persons who are 
either currently unemployed or who are soon to be unem- 
ployed by circumstance rather than choice. 
It is reasonable to assume that these two basic groups 
may differ in terms of their general attitude, their 
willingness to explore a variety of options, the perceived 
immediacy of their problem, their personal financial 
stability at the time of contact, and a variety of other 
situationally oriented differences. However, what is not 
known is whether these individuals may differ according 
to demographically defined categories. If so, in what 
ways do they differ? Are there in fact recognizable 
categories of individuals seeking help? If there are. 
have these categories changed over time? 
Mid-Life Career Changes 
In the March, 1979, issue of The Vocational Guidance 
Quarterly, L. Eugene Thomas observed that far more males 
were seeking career change than in the past, and suggested 
that the reasons for this trend toward mid-life "repotting" 
could involve such considerations as nincreased affluence, 
and a rapidly changing world of work. Thomas further 
speculated that, in effect, "These changes in the larger 
s ~ ~ i e t y  lower the barriers that constrain an individual t o  
remain in one career from first job to retirement. l t 2  If 
Thornas is correct, then it seems logical t h a t  there may be, 
for example, a recognizable category of individuals (males 
in this case) seeking career change in mid-life and that 
this category is in fact changing. This category appears 
to be growing for reasons which are societal as well as 
individual, 
Brim, in his work on mid-life crisis, observed that: 
There are hundreds of investigations which sub- 
stantiate personality change in adulthood, in 
reactions to situations, in attitudes, in refer- 
ence groups, in self -descriptive items, in sources 
of gratification, in dyadic relationships, in the 
objective descriptions by friends, and on 
psychological tests. 3 
Given the increased professional awareness of adult 
personality change, it is to be expected that new approaches 
to career guidance for adults would be developed. In his 
article, "Emerging Models of Career Development Groups for 
Persons at Midlife," Duane Brown pointed to the great amount 
1 
L.  Eugene Thomas, "Why Study Mid-Life Career Change?" 
The Vocational Euzdance Quarterly, 24, No. 1 (19751 , 3 8 .  
30rville G *  Brim, Jr., "~heories of the Nale   id- 
L i f e  Crisis," C~unselinq ~sychologist, 6, No. 1 ( 1 9 7 6 )  r 3 -  
of now b e i n g  p a i d  t o  career g u i d a n c e  for a d u l t s  
a t  m i d l i f e .  H e  s t a t e d  t h a t :  
The emphasis On m i d l i f e  [ s ic ]  career c h a n g e  has 
undoubtedly grown o u t  o f  a number o f  f a c t o r s ,  
inc lud ing  t h e  w o m e n 3  s t r u g g l e  f o r  e q u a l  r i g h t s  
and a  growing c o n c e r n  fo r  h e l p i n g  women make t h e  
t r a n s i t i o n  from housewi fe  t o  w o r k e r  a n d  f r o m  
underem loyea worker  t a  f u l l y  employed wage 
e a r n e r .  fi 
T h i s  s tudy w a s  d e s i g n e d  t o  e x a m i n e  c h a n g e s  i n  t h e  
labor  m a r k e t  supply which h a v e  been  d e s c r i b e d  by Thomas,  
Brim, Brown and many o t h e r s  i n  t h e  l i t e r a t u r e ,  A r e  t h e s e  
changes p r e s e n t  th roughou t  t h e  Amer ican  s o c i e t y ,  or  are 
they  predominately e v o l v i n g  i n  t h e  l a r g e  m e t r o p o l i t a n  
a r e a s ?  Are t h e s e  i s s u e s  r e l e v a n t  t o  t h e  career c o u n s e l o r  
i n  t h e  s t a t e  af Iowa? If s o ,  what  a r e  t h e  c h a n g e s  and 
what r a m i f i c a t i o n s  do  t h e y  have  f o r  t h e  c o u n s e l o r  w o r k i n g  
w i t h  women, youth,  t h e  members m i n o r i t y  
mid- l i fe  c a r e e r  c h a n g e r s ,  e t c .  ? 
The purpose of this p r o j e c t  f o c u s e d  upon t h e  
demographics of t h o s e  s e e k i n g  employment  a s s i s t a n c e  
through t h e  Job S e r v i c e  o f f i c e s  t h r o u g h o u t  t h e  s k a t e  of 
Iowa i n  o r d e r  t o  a t t e m p t  t o  c l a r i f y  t h e s e  i s s u e s .  
R a t i o n a l e  f o r  t h e  S t u d v  
The American workforce  h a s  u n d e r g o n e  d r a m a t i c  c h a n g e  
during t h e  p a s t  c e n t u r y .  C u r r e n t  v o c a t i o n a l  c o u n s e l i n g  
I 
Duane Brown, "~merginq Models of C a r e e r  Development 
f o r  Persons a t  M i d l i f e ,  " The ~ o c a t i o n a l  Guidance Q u a r t e r l y  f
291 Nc. 4 (1981), 3 3 2 .  
l i t e r a t u r e  i s  r e p l e t e  w i t h  t h e o r i e s  c o n c e r n i n g  t h e  n e e d s  
of c a r e e r  changers  and t h e  r a m i f i c a t i o n s  o f  career c h a n g e .  
For example, it i s  wide ly  a c c e p t e d  t h a t  t h e  c o u n s e l i n g  
requirements of young P e r s o n s  s t a r t i n g  out i n  t h e  j o b  
market a r e  q u i t e  d i f f e r e n t  f rom t h o s e  o f  o l d e r  i n d i v i d u a l s  
who a r e  seeking  a  job o r  career change .  
counse l ing  o l d e r  p e r s o n s  s e e m s  t o  be c o n d u c t e d  
wi thout  use  of n o r m a t i v e  i n s t r u m e n t s  o r  with 
t o o l s  t h a t  r e l a t e  t o  v e r y  s p e c i f i c  a c t i v i t i e s  
such a s  l e i s u r e  t i m e .  A s  c o u n s e l o r s  become 
i n c r e a s i n g l y  aware o f  t h e  n e e d  t o  h e l p  p e r s o n s  
over a  t o t a l  c a r e e r  l i f e s p a n ,  t h e  n e e d  f o r  
~ a l i d a t e d ~ i n s t r u r n e n t s  and p r o c e d u r e s  i s  
apparent .  
~t i s  assumed t h a t  t h e r e  a r e  a l so  obvious d i f f e r e n c e s  
between t h e  needs of i n d i v i d u a l s  who a r e  employed a n d  seek-  
ing  a  job change f o r  r e a s o n s  o f  s t i m u l a t i o n ,  p r e s t i g e ,  
monetary i n c r e a s e  o r  career advancement ,  a n d  t h o s e  who a re  
unemployed and fo rced  t o  f i n d  new employment  o p p o r t u n i t i e s .  
Krausz argued: 
I t  i s  t o  be expec ted  t h a t  p e r s o n s  a t  d i f f e r e n t  
l i f e  s t a g e s  d i f f e r  w i t h  r e g a r d  t o  e x p e c t a t i o n s  
from t h e i r  work r o l e s  and i n  p r e f e r e n c e s  f o r  
work-related v a l u e s .  Examples of s i t u a t i o n s  i n  
which such d i f  fereraces r e v e a l  t h e m s e l v e s  a re  
when a person has  t o  choose  a j o b  o r  t o  select  a n  
o rgan iza t ion  a s  a workp lace .  Today these situa- 
t i o n s  a r e  n o t  l i m i t e d  t o  career s t a r te r s :  b o t h  
I Jarnes D. Wiggins, " ' Io l l and  ' s Theory  a n d  & t i r e d  
Teachers ,"  The Voca t iona l  Guidance  Q u a r t e r l y ,  3 0 ,  No- 3 
( 1 9 8 2 1 ,  236. 
job change and career redirection are prevalent 
even at later stages of adult life. 1 
Wornen, minority group members and persons with physi- 
cal or mentally disabling conditions may also need unique 
assistance to combat discrimination in the job market. 
I n  1982 Jean Wilson, William 3. Werkel and Harold Rose 
nontraditional and traditional career women. In 
comparing a group of female teachers (representing the 
traditional group) with a group of females in executive or 
managerial positions (representing the nontraditional group), 
the authors found little difference between the groups in 
terns of family of origin, environments, general reasons 
for working, number of children, similar problems with role 
conflict, marital status or birth date. However, signifi- 
cant differences were found between the groups in several 
areas. The authors concluded : 
Results indicate that most of the nontraditianal 
group chose their career after marriage, thus 
supporting the need to emphasize awareness of 
nontraditional careers for females in elementary 
school, high school, and college. Resource women 
such as those in the study, who have been suc- 
cessful in nontraditional careers, can serve as 
role models for females to increase this aware- 
ness. 2 
i Moshe Krausz, "~olicies of ~rganizational Choice at 
Different Vocational Life Stages, " The vocational midance 
Quarterly, 2 g 1  No- 4 (l981), 3 4 0 -  
2 
Jean Wilscrn, ~illiam J. Werkel and ~arold Rose - "A 
Comparison of Nontraditional and ~raditional Career Women, " 
The Vocat ional  Guidance Quarterly, 3 0 ,  No. 6 ( 1 9 8 2  , 1 1 6  * 
In h i s  1 9 8 1  a r t i c l e ,  ' 'Mid l i f e  Career  Change f o r  Blacks: 
problems and I s s u e s , "  Leroy M i l e s  f o c u s e s  upon t h e  e x t e n t  
to which Blacks i n  mid- l i fe  a r e  able t o  p u r s u e  t h e i r  careers 
i n  an upward fashion leading  t o  p o s i t i o n s  of h i g h e r  re- 
wards and challenges. M i l e s  documents p r e v i o u s  r e s e a r c h  
which has demonstrated t h a t  Blacks a t  m i d - l i f e  f a c e  a d d i -  
t ional  obstacles due t o  a l ack  of e d u c a t i o n ,  o v e r t  d i sc r i rn -  
inat ion,  and t r a d i t i o n a l l y  l i m i t e d  o p p o r t u n i t i e s  f o r  
entrance i n t o  occupations which o f f e r  h igh  s a l a r i e s  and 
l e v e l s  of s a t i s f a c t i o n .  
Miles a l so  uncovered ev idence  t h a t  t h e  methods of 
seeking employment a l s o  d i f f e r  between B l a c k s ,  who t e n d  t o  
use public employment agenc ies ,  and  Whites, w h o  more o f t e n  
use pr ivate  agencies. This i s  s i g n i f i c a n t  because  o t h e r  
researchers have demonstrated t h a t  a h i g h e r  p e r c e n t a g e  o f  
jobs offered through p r i v a t e  a g e n c i e s  a r e  of t h e  w h i t e  
co l l a r  va r i e ty  .l  In a d d i t i o n ,  i t  i s  obvious  t h a t  n e e d s  
for  placement a s s i s t ance  by a l l  p e r s o n s  v a r y  wide ly  across 
the occupational spectrum because j obs i n  p r o f e s s i o n a l  
and managerial ca tegor ie s  a r e  usually o b t a i n e d  i n  a manner 
quite d i f f e r e n t  from those  i n  t h e  service, a g r i c u l t u r a l  o r  
benchwork categories .  
Since each of these  i s s u e s  h a s  wide-ranging 
1 
L e r o y  Miles,  idli life Caree r  Change for Blacks : 
Problems and I s s ~ ~ s , "  The v o c a t i o n a l  Guidance L?uarter ly,  
3 0 ,  No- 1 ( 1 9 8 1 )  , 5-13.  
onsequences  f o r  the career counselor providing services, 
it be beneficial if specific information regarding 
the individuals who are making job changes could be ab- 
tained. Such a study w o ~ l d  provide valuable in£ armation 
about the types of persons requiring assistance in securing 
vocational infomation and job placement referrals. 
The findings of t h i s  study should contribute the 
formulation of strategies to meet the needs of persons 
making changes i n  the job market. This dissertation pro- 
vided an investigation into, and an analysis of, those 
areas previously detailed. In addition, the study con- 
sidered data from a period of twelve years and therefore 
offered a base of comparison for applicant characteristics 
durinc; an extended period of time. Finally, this disserta- 
tion provided an analysis of data related to this topic. 
Specific characteristics analyzed and compared 
statistically in this study included: 
I. Number of job applicants within the nine majar 
occupational categories as defined by the 
Department of Labor: 
~rofessional /~echnica1 /i.~lanagerial ~ccupations 
Clerical and Sales ~ccupations 
Service Occupations 
Agricultural, Fishery, Forestry and  elated 
Occupatians 
Processing Occupations 
Machine Trade occupations 
Benchwork Occupations 
Structural Occupations 
Miscellaneous occupations 
and changes i n  t h e  p r o p o r t i o n  o f  a p p l i c a n t s  
,=thin each of t h e  c a t e g o r i e s ,  f o r  t h e  y e a r s  
of 1978, 1 9 7 9 ,  1980, 1981 and 1 9 8 2 ,  
2 .  Total  number o f  job a p p l i c a n t s  i n  each of the 
above four y e a r s  and comparison w i t h  t h e  number of 
app l ican ts  i n  t h e  y e a r s  1970 and 1975.  
3 .  proportion of male/fernale a p p l i c a n t s  in e a c h  o f  
the  occupat ional  c a t e g o r i e s  and p e r c e n t i l e  
changes over t ime w i t h i n  t h e  f i v e - y e a r  p e r i o d ,  
1978-1982. 
4. Proportion of rnale/female a p p l i c a n t s  i n  t h e  t o t a l  
app l ican t  popula t ion  and changes  o c c u r r i n g  o v e r  
t h e  twelve-year p e r i o d  from 1970 t o  1982.  
5 ,  Number of a p p l i c a n t s  working p a r t - t i m e  and  f u l l -  
t ime, those  unemployed a t  t h e  t i m e  of a p p l i c a t i o n  
f o r  s e r v i c e s ,  and p r o p o r t i o n a l  changes  over t h e  
three-year p e r i o d ,  1978-1980. 
6. Percentage of a p p l i c a n t s  w h o  a r e  Whi te ,  B l a c k ,  
Spanish-speaking , American I n d i a n  o r  members of 
o ther  e thn ic  groups w i t h i n  each o c c u p a t i o n a l  
category and changes i n  t h e s e  p r o p o r t i o n s  d u r i n g  
the  years  1978-1982. 
7 -  Percentage of a p p l i c a n t s  i n  each  o c c u p a t i o n a l  
category according t o  age r anges :  L e s s  t h a n  
twenty-two, twenty- th ree  t o  forty-f o u r ,  f o r t y -  
f i ve  t o  s i x ty - f  our  and s i x t y - f  i v e  and o v e r ,  and 
changes in age distribution over the period 
Statement of the Problem 
The major purpose of this study was to examine the 
characteristics of individuals seeking new employment oppor- 
tunities in the state of Iowa. The study included all 
persons who applied for job-ref erral assistance at ~ o b  
Service Offices in Iowa during the months of October, 
November and December in the years 1978 through 1 9 8 2 .  Age 
and sex characteristics were analyzed for all individuals 
who applied for services at Job Service offices in 
October, November and December of 1970 and 1975. 
Significance of the Study 
As a result of this study, a number of recommendations 
concerning job applicants who use the public job-referral 
source will be made. Such recommendations may be of value 
to Job Service officials and counselors in designing their 
programs to meet the needs of both applicants and the 
employers who seek referrals. In addition, such findings 
may be used  throughout Iowa by teachers, trainers, coun- 
selors and placement specialists who work with individuals 
entering the job market, 
BY profiling the characteristics of job applicants in 
Iowa today, and the changes in these characteristics over 
an eleven-~ear period, the study nay also prove useful to 
federal, state and local officials who develop training 
and rehabilitation Pr04ramS = Since these programs are de- 
signed to enhance the employability of their clients--the 
~hysically and mentally handicapped, the retarded, members 
of minority groups, displaced homemakers, youth, refugees , 
the aged and women--information regarding changes in Iowa @ s 
job-applicant population should prove helpful in reaching 
these groups and meeting their needs. 
Null Hv~otheses 
Six hypotheses were formulated to test changes in 
the demographic data collected over the twelve-year period 
covered in this study. 
1. There was no significant change in the proportion 
of males and females seeking job-referral assistance 
through Job Service of Iowa between the years 1970 
and 1982. 
2. There was no significant change in the proportion 
of males and females seeking job-referral 
assistance through Job Service of Iowa between the 
years 1978 and 1 9 8 2  with employment goals in the 
following occupational categories: 
~rofessional/~echnical/~anagesia1 ~ ~ c u ~ a t i ~ n s  
Clerical and Sales ~ccupations 
Service Occupations 
Agricultural, Fishery, Forestry and Elelated 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
~hseellaneous occupations 
3 .  There was no significant change in the proportion 
of part-time workers, full-time workers, and un- 
employed workers seeking job-referral assistance 
through Job Service of Iowa between the years 
1978 and 1980 with employment goals in the fol- 
lowing occupational categories: 
~rofessional/Technical/Managerial Occupations 
Clerical and Sales Occupations 
Service Occupations 
Agricultural, Fishery, Forestry and Related 
~ccupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
Miscellaneous Occupations 
4. There was no significant change in the proportion 
of Whites, Blacks, Spanish-speaking persons, 
American Indians, and members of other minority 
groups seeking job-ref erral assistance through 
Job Service of Iowa between the years 1978 and 
1982 with employment goals in the following 
occupational categories: 
~rofessional/~echnieal/~anagerial Oceupatians 
Clerical and Sales Occupations 
Service Occupations 
Agricultural, Fishery, Forestry and Related 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
Miscellaneous occupations 
5.  There was no significant change in the p r o p o r t i o n  
of Persons who were age: L e s s  t h a n  t w e n t y - t w o ,  
twenty-three to f orty-f our, forty-five to sixty- 
four, or sixty-five and over seeking job-referral 
assistance through Job Service of Iowa between 
the years 1 9 7 8  and 1982 with employment goals in 
the following occupational categories : 
~rofessional/Technical/Manaqerial Occupations 
Clerical and Sales Occupations 
Service Occupations 
~gricul tural , Fishery, Forestry and Related 
Occupations 
~rocessing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupatians 
Miscellaneous Occupations 
6. There was no significant change in the proportion 
of persons seeking job-ref erral assistance through 
Job Service of Iowa between the years 1978 and 
1982 with employment goals in the following 
occupational categories : 
~rofessional/~echnicaI/~anageriaf Occupations 
Clerical and Sales ~ccupations 
Service Occupations 
Agricultural, Fishery, Forestry and  elated 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
Xiscellaneous Occupations 
Limitations of the Study 
The sample for this study was drawn from the adult 
~ ~ ~ u l a t i o n  (persons age sixteen and over) of the state of 
tion have differed significantly from those of the n a t i . 0 ~  
as a whole in the areas of age, minority group membership, 
rural/urban balance and rate of unemployment, For example, 
in 1 9 7 0 ,  the first year included in this study, t h e  median 
age in Iowa was 28.8 years while the national average was 
2 8  3 years ;' Iowa was ranked 48th in percentage of minority 
group residentsi2 and 41.4 percent of the population re- 
sided in rural areas. During the 1970's the unemployment 
r a t e  in Iowa was an average of 2 percent less than the 
national rate.4 These and other factors may limit the 
applicability of findings from this study to other states, 
This study included all persons who registered for 
job-referral assistance at a Job Service office, It is not 
likely that these applicants coincided exactly with those 
who sought assistance through private employment agencies, 
since not all persons seeking employment registered with 
both public and private agencies. Furthermore, since most 
of the private employment agencies specialize in professional/ 
t&nical/managerial positions, it is likely that individuals 
I Job Service of Iowa, "1980 Annual planning Inf orma- 
tion," (Des Xoines: State of Iowa, N a r c h ,  1979) , p. 11. 
L. Job Service of Iowa, "Annual Planning ~nformation, 
Fiscal Year 1982, " (Des Moines: State of Iowa. June, 1981 t 
p. 3 .  
3 
Job Service of Iowa, "1980 Annual planning Informa- 
tion,'' p. 7. 
4 
Job Service of Iowa, "Annual Planning 1nf ormation. 
Fiscal Year 1982," p. 10. 
who registered only for their services (and not for those 
offered by J& service) differed in their occupational goals 
from those who registered only at a Job Service office. 
~hus, more Iowans might have sought jobs in the professional/ 
technieal/managerial fields (and other areas as well) than 
are indicated in the sample selected. However, it may alsa 
be true that as the unemployment rate began to climb in 
the late 1970's and jobs became more scarce, that many 
clients of private employment agencies also began to 
register concurrently with Job Service. 
Definition of Terms 
~~ricultural, Fishery, Forestry and Related Occupa- 
tions. Includes workers such as farmers, fire rangers, tree 
pruners, fire lookouts, forestry technicians, e tc .  1 
Applicant. An individual who registers with a Job 
Service office in order to obtain referrals to potential 
employers who have openings for persons with skills com- 
parable to his/her's. 
Benchwork Occupations. Includes manual workers with 
primarily sedentary positions such as jewelers, assemblers, 
optical technicians, grinders, r a d i o  and television re- 
L pairpersons, tailors, sewing machine operators, etc. 
L 
United States Department of ~ a b o r ,  occupatlonal 
Outlook Handbook (Washington, D.C.: U . S .  ~ o ~ e r n m e n t  
Printing Office. 1976). 
2 
United States Department of Labor, ~ccupational 
Outlook Handbook, 
Career Awareness. The inventory of knowledge, values, 
preferences, and self-concepts that an individual used in 
the course of making career-related choices. 
1 
Career Counseling. A one-to-one or small group rela- 
tionship between a client and a counselor with the go& of 
helping the client (s integrate and apply an understanding 
of self and the environment to make the most appropriate 
career decisions and adjustments. 2 
Career Development. The total constelfation of 
psychological, sociological, educational, physical, economic, 
and chance factors that combine to shape the career of any 
given individual over the life span. 3 
Career Development Theories. Theoretical bases for 
understanding how individuals develop vocationally. These 
bases provide guidance specialists with the guidelines neces- 
sary for helping them solve problems, avoid blocks, and 
progress with efficiency and satisfaction, 4 
Career Exploration. One's involvement in trying out 
a variety of activities, roles, and situations in order 
to find out more about aptitude for or interest in an 
occupation or other career opportunity. 5 
1 Susan Sears, "A Definition of Career Guidance T e r m s  : 
A National Vocational Guidance ~ssociation Perspective " 
Vocational Guidance Quarterly, 30, No. 3 ( 1 9 8 2 )  , 1 3 7 - 4 3 .  
L 
Sears, pp. 137-43. 3~ears, pp. 137-43. 
4 
Sears, pp- 139-43. 'sears, pp. 137-43- 
career Guidance Those activities and programs that 
assist individuals to assimilate and integrate knowledge, 
experience, and appreciations related to: 
1. self -understanding, which includes a person % re- 
lationship to hidher own characteristics and per- 
ceptions, and hisher relationship to others and 
the environment. 
2. understanding of the work of society and those 
factors that affect its constant change, including 
worker attitudes and discipline. 
3. Awareness of the part leisure time may play in a 
person's life. 
4. Understanding of the necessity for and the multi- 
tude of factors to be considered in career 
planning. 
5 .  Understanding of the information and skills 
necessary to achieve self-fulfillment in work and 
leisure. 
6. Learning and applying the career decision-making 
process. 1 
Career Information. ~nformation related to the world 
of work that can he u s e f u l  in the process of career develop- 
ment. including educational, occupational, and psychosocial 
information related to working, e. g. , availability of 
the nature of the work, and status of workers in 
l Sears, pp. 137-43. 
L 
different occupations. 
clerical and Sales Occupations. Includes workers who 
operate computers and office machines such as typists, 
records clerks, nicrof telephone operators, recep- 
tionists, bookkeepers, etc., and sales personnel such as 
real estate agents, cashiers, automobile salespersons, 
route drivers, insurance agents, commissioned salespersons, 
etc. 2 
Dictionary of Occupational Titles. A Department of 
Labor publication which classifies, codes and describes 
over 25,000 jobs found in the Unite6 States today, here- 
after referred to as the "DOT." Job Service offices 
utilize the DOT to code applicants' job goals and employers1 
job openings. 
Intake Form SllA. A specifically designed form used 
by Job Service of Iowa offices to gather standardized informa- 
tion from applicants for job-ref erral assistance, referred 
to as the "511A." 
Interest. Indications of what an individual wants to 
do and/or reflections of what he/she considers satisfying . 3 
Interviewer. A trained Jab service employee who 
1 Sears, pp. 137-43 .  
3 
L- United States Department of Labor, 0ccupationa1 
Outlook Handbook, 
gathers information from, and offers job-referral counsel- 
ing to, applicants in the public employment system. 
job. A group of similar, paid, positions requiring 
-
some similar attributes in a single organization. ~ o b s  are 
task-, outcome-, and organization-centered. 
1 
job Placement. The process of helping an individual 
locate a job, apply for i t f  obtain it, and make satisfac- 
tory initial adjustment to it. 2 
~ o b  Service (of Iowa) . The official state-operated 
agency authorized to serve employers and job applicants in 
the state of Iowa. It is charged with t h e  responsibility 
of providing services free to the people of Iowa, m a t c h i n g  
as many applicants seeking jobs w i t h  employers as possible. 
Machine Trade Occupations. Includes workers who 
operate/repair machines such as aircraft, automobile, and 
motorboat mechanics, punch-press operators, machine builders, 
of £set press operators, tool-and-die makers, millwrights, 
office machine servicer, etc. 3 
Miscellaneous Occupations. Includes workers in t h e  
transportation fields such as truck drivers, bus and t a x i  
drivers, load dispatchers, parking lot attendants, 
1 Sears, pp. 1 3 7 - 4 3 .  
L Sears, pp. 137-43. 
3 United States Department of Labor, ~ccupational 
Outlook Handbook. 
2 0  
reservation clerks, service-station attendants, etc. , and 
other miscellaneous positions such as motion picture pro- 
jectionist, darkroom technicians, sign painters, stencil 
makers, material handlers, sorters, boiler operators, and 
1 
stationary engineers. 
Occupation. A group of similar jobs found in various 
organizations. Occupations are task-, economy-, and 
society-oriented. 
2 
Processing Occupations. Includes workers suck as 
bakers, sand mixers, foundry workers, refinery operators, 
sandblasters, backtenders, mixers, hand molders, stove 
tenders, etc., who process raw materials. 3 
~rofessional/TechnicaI/Managerial Occupations. 
Includes workers with high levels of education, training 
or responsibility such as architects, engineers, physicians, 
attorneys, social workers, members of the clergy, 
accountants, chemists, administrators, teachers, artists, 
pilots, counselors, actors, etc, 4 
Self-concept. Global conceptions people have of 
l. 
United States Department of ~ a b o r ,  occupational 
Outlook Handbook. 
2 Sears, pp. 1 3 7 - 4 3 .  
3 
United States Department of Labor, 0ccupational 
Outlook Handbook, 
4 
United States Department of Labor, ~ccupational 
Outlook Handbook. 
21 
themselves, their abilities, and interests that they ex- 
press through work, leisure I family, and community roles 
and activities. 
1 
Service occupations- Includes workers such as barbers, 
flight attendants, cooks, janitors, drycleaners, guards, 
police officers, waiters I housekeepers, mother ' s helpers, 
2 
etc., who service others. 
Structural Occ~pations. Includes workers in the con- 
struction and heavy manufacturing areas such as welders, 
sheet-metal workers, boilermakers, carpenters, bulldozer 
operators, miners, electricians, pipe-fitters, bricklayers, 
construction laborers, and roofers. 3 
Vocation. An occupation with commitment, distin- 
guished primarily by its psychological as contrasted with 
its economic meaning, Vocations are task-, outcome-, and 
person-centered. 4 
Vocational Guidance. The process of helping a person 
to develop and accept an integrated and adequate picture 
of hirn/herself and of his/her role in the world of work, 
to test this concept against reality, and to convert it into 
1 sears, pp. 137-43 .  
'l L 
United States Department of Labor, ~ccupational 
Outlook Handbook. 
3 United States Department of Labor, ~ccu~ational 
Outlook Handbook, 
4 Sears, pp. 137-43. 
reality with satisfaction and benefit 
society. This resulting current view of vocational guidance 
is self-concept oriented and focuses primarily self - 
understanding and self -acceptance, t o  which can be related 
the occupational and educational alternatives available to 
the individual. 1 
Work. Conscious effort, other than that having as its 
primary purpose either coping or relaxation, aimed at pro- 
ducing benefits f or oneself and/or f or  oneself and o t h e r s .  2 
1 Sears, pp.  137 -43 .  
2 Sears, pp.  137-43 .  
CHAPTER TWO 
~eview of Literature 
Introduction 
The majority of the early work in studying and ad- 
dressing the issues related to career choice and career 
development concentrated on those issues leading to an 
individual's initial choice of an occupation. In the 
United States, the vocational guidance movement is gen- 
erally considered to have begun during the late 1800 ' s ,  
as the country was changing from an economy dominated by 
agriculture to a major industrial nation. 
Frank Parsons, an engineer by training, is popularly 
considered to be the primary farce in creating the voca- 
tional guidance movement in the United Stales.  arsons ' 
major contribution to the movement w a s  a trait-and-factor 
approach to counseling. This approach contended t h a t  by 
matching individual traits and occupational requirements, 
a logical career choice would occur. Parson's theory be- 
came the cornerstone of the vocational guidance movement. 
TO some extent, Parson's approach is still in evidence 
His approach viewed the decision-making process as 
a one-tirne occurrence, an event which was to take p l a c e  
during the early formative years as a part of the educa- 
tional process. 
The behaviors related to Career choice for adults were 
largely ignored until the study of gerontology spawned an 
interest in research about individuals experiencing pre- 
retirement and retirement decisions. This research con- 
centrated on the last career choice, but basically ignored 
the larger middle portion of the career life cycle. 
In recent years, new attention has been given to the 
concept of adult life stages. This concept has received 
extensive coverage in both professional journals and the 
popular press. It has created recognition and interest in 
adult career behavior, adult career stages and the career 
related needs of adults. 
Vocational Guidance : A Historical Perspective 
Frank Parsons, an engineer by training, a man who had 
spent much of his life involved with a variety of reform 
movements and settlement houses along the Northeastern 
coast of the United States, established the vocations 
Bureau in Boston at the beginning of the twentieth century. 
He also became an outspoken critic of the Boston public 
school system. 
Parsons contended t h a t  in the early education of I'outhr 
"1" nust train our students to full powers of action.. .in 
the various lines of useful work so far as possible according 
2 5  
to their aptitudes as brought out by scientific tests and 
varied experience. r f l  In Parsons ' view, vocational guidance 
consisted of three steps: 
First, a clear understanding of yourself, apti- 
tudes, abilities, interests, resources, 
limitations, and other qualities. Second, a 
knowledge of the requirements and conditions of 
success, advantages and disadvantages, compensation, 
opportunities, and prospects in different lines of 
work. Third, true reasoni g on the relations of 
these two groups of facts. 2 
A major theme in Parsons' work was a three-step approach 
that required improved and more complete information con- 
cerning: (a) individual differences and methods of assess- 
rnent (first step) ; (b) an understanding of occupations 
(second step) ; and (c) the decision making process itself 
(third step). Until the present, the steps outlined by 
Parsons have generated research and development. The first 
step has generated work in measuring individual d.if ferences 
and in determining the relationship of these differences ta 
occupational success and satisfaction. The second step has 
stimulated the gathering of complete and up-to-date occupa- 
tional information, and more recently the third step has 
&w. R. Stephens, "Social Reform and the origins of 
Vocational Guidance," Washington, D.C.: National Guidance 
Association, 1970, p. 4 0 .  
L Frank  Parsons, Choosing a Vocation (Boston: 
Houghton Mifflin, 1909). p .  5 .  
generated research the decision 
I 
making, 
criticism of public education by Parsons and others 
in the United States as being too elitist, and unrelated 
to the actualities of life had become stronger during the 
industrialization period of the late 1800 ' s . The Marill 
Act of 1862 set aside public lands to support agricultural 
education. In 1871, John Eaton, United States Cornmissioner 
of Education, advocated introduction of commercial subjects 
into the public schools. Throughout the Latter part of the 
nineteenth century the National Education Association 
joined with the American Federation of Labor and other 
labor organizations advocating nationwide comprehensive 
vocational education programs. 2 
In work undertaken for the National Guidance Associa- 
tion, W. R. Stephens contended that: 
To many leaders of the vocational reform move- 
ment.. .it was but the first part of a package of 
needed educational reforms, They argued that a 
school curriculum and educational goals that 
mirrored the occupational structure created 
merely a platform and impetus for Launching youth 
into the world of work. What was clearly needed 
to consummate the launch were guidanee mechanisms 
that would insure their safe and efficient 
arrival on the job, Without guidance experts it 
'Edwin L. Herr, "The ~ o o t s  of Career  ducati ion, " 
College Board Review, 105 (Fall 1977) , 6-17. 
L 
Edwin L. Herr, ' 'Guidance and counseling, vocational 
Education, Research and Development" (Paper prepared for 
the National Research Council's Committee on ~ocational 
Education, Research and Development, Washington, 
. C - F March, 1975) . 
was argued, other efforts at reform would be 
aborted. .  herefo fore, in the name of social and 
efficiency, the argument continued, the 
youth who had been carefully trained would also 
have to be carefull counseled into a suitable 
occupational niche. Y 
Three basic trends seemed to be apparent from 1900- 
1 9 3 0 .  During this period vocational guidance educators 
concentrated on studying occupations rather than individ- 
uals; vocational educators were the vocational guidance 
practitioners; and vocational education and guidance were 
seen as complementary parts of a single unit designed to 
distribute individuals throughout the occupational structure, 
During the 193Qfs, 19401s, and 195O1s, vocational 
guidance became the province of school guidance counselors 
whose roles were expanding as new progressive educational 
movements came into prominance. At the same time, teachers 
provided vocational guidance only to those students taking 
vocational education courses, a relatively small portion 
of the total student population. 2 
In 1951, Super recommended revision of the official 
National Vocational Guidance Association ' s def i~ition of 
vocational guidance. This revision defined vocational 
guidance as: 
G u i d a n i e  lnrough the Life Span (Boston: Little. B r o w n  and Company, 19? 9) , py 1 r 
the process of helping a person  to develop and 
accept an integrated and adequate picture of 
himself and of his role in the world of work, to 
test this concept against reality, and to convert 
it into a reality, with satisfaction to himself 
and to society. 1 
perhaps the most important point that Super's definition of 
vocational guidance makes is that vocational guidance can 
be constructed in two different ways: (1) as a treatment 
condition or (2) as a stimulus variable. 2 In discussing 
this point, Edwin L. Herr and Stanley H. Cramer stated that, 
~f vocational guidance is seen as a treatment 
condition, then it will be seen as problem oriented 
or, at least, as appropriate primarily at decision 
points, thus restricted in time, As a stimulus 
variable, vocational guidance can be more effec- 
tively viewed longitudinally and developmentally, 
Vocational guidance as stimulus is more future 
oriented and developmental - Since Super ' s redef ini- 
tion of vocational guidance in 1951, there has 
been a subtle but important shift f ron occupational 
to career models in the vocational guidance litera- 
ture. 3 
Occupational Ghoice/Career Development 
and the Adult 
Any attempt to help any person make career plans 
or occupational choices implies some theory of 
choice or development. Such a theory expresses 
I Donald E. Super, "Vocational Adjustment: In~le- 
meriting a Self-concept," Occupations, 30 (19511, 88-92. 
L. J. 0. Crites, Vocational Psy~hol~gy (New York: 
McGraw-Hill Book Co., 1969) , p. 22. 
our expectation, Or belief, or hypothesis about 
the way in which plans or choices are made. 1 
The whole area of vocational choice and vocational 
psychology, from its very beginning until shortly after 
1 9 5 0 ,  was basically a ps~chology of occupations. In other 
words, the occupation itself was the subject, and the per- 
sons working in it became the sources of data concerning 
the particular occupation. 
2 
~ r r  1951, one of the earliest theories of vocational 
choice appeared. This theory was developed by Ginzberg, 
Ginsburg, Axelrod and Herma and w a s  based on a study done 
by the group which focused on boys ages eleven to twenty- 
three and two other supplementary groups. The total sample 
used in the study was eighty-one persons. In "Occupational 
Information," Robert Hoppock explained the importance of 
this work : 
These authors shocked professional career 
counselors in 5951  when they accused the profes- 
sion of having no theoretical foundation. Their 
accusation was promptly, angrily, and not very 
convincingly rebutted by some leaders in the 
profession, but it stimulated much of the subse- 
quent research. 
i. Robert Hoppock, Occupational ~nformation (Hew York : 
McGraw-Bill Book Company, 1976) , p. 69. 
L 
Donald E. Super, "The Natural History of a Study of 
Lives and of Vocations, " perspectives on  ducati ion, 2 (1969) , 13-22. 
perhaps the most important aspect of the Ginzberg work was 
its insistence that the process of occupational decision- 
making is basically irreversible. The Ginzberg theory was 
widely accepted for approximately twenty years, but in 
1972 Ginzberg published a restatement of the theory based 
upan all of the research which had been done in the interim. 
In general, the restatement lifted its emphasis on 
irreversibility and viewed occupational decision making as 
a life-long open-ended process which can coexist with an 
1 
individual's working life. 
In introducing their book Career Guidance Throuqh the 
Life Span, Herr and Cramer reinforce this same point: 
Career guidance requires a developmental rather 
than a solely remedial approach. Such a belief 
requires that career guidance be conceived of as 
a systemic program of efforts designed to cause 
certain agreed upon behavior outcomes. While many 
of the concepts appropriate to career guidance for 
children and adolescents are also useful with 
adults , counselors working with adults must adapt 
these concepts to experience, and needs of adults. 
Professionals who are concerned with the personal and 
career counseling needs of adults have become aware ~f the 
close relationship between economic and psychological 
factors for in2ividuals in adult life cycles. Swift 
economic and social changes in our society have strengthened 
this tie. Our economy is one based upon rapid technological 
l~oppock, pp -  72-73. 
2 Herr and Crarner, p .  vii. 
changes, and cyclical movements in productivity and employ- 
ment. 
1 
1, their 1958 book, occupational Information, Max Baer 
and Roeber concluded that between and t h e  
overall industrial composition of non-farm employment re- 
mained fairly stable. (Growth of the labor force largely 
paralleled the growth of the population.) Approximately 
one-third of the labor force was involved in manufacturing; 
one-fifth in trade occupations; one-seventh in government 
occupations; one-tenth in service occupations; one-twentieth 
in construction and finance; one-twelf th in transportation 
and public utilities ; and one-hundredth in mining. However, 
since the turn of the century agricultural employment de- 
clined from 40 percent of the population to only 10 percent. 2 
Other employment trends in the period 1 3 2 3 - 1 9 5 6  in- 
cluded a decline in the number of young males aged fourteen 
to nineteen in the work force due to child labor and campul- 
sory school attendance laws, the lengthening of training 
periods for many occupations, and the higher standard of 
living which lead to an increased interest in higher educa- 
tion (13.6 percent of the population twenty-two years of age 
I 
I t  Alan D. Entine, "Counseling for  id-Life and Beyond, 
The Vocational Guidance Quarterly, June 1977 PP. 332 - 
L 
X"X F. Baer and E d w a r d  C. Roeber, ~ccupational 
Information (Chicago, IL: Science Research ~ssociates t 
1958) , pp- 21-34. 
had college degrees in 1 9 5 6  as contrasted to 1.8 percent in 
1900). 
Similarly, 62 percent of the population eighteen years 
of age in 1955 had a high school diploma while only 6.3 per- 
cent graduated from high school in 1900. The proportion of 
older men, especially aged sixty-five and over in the work 
force also declined due to the decrease in importance of 
agriculture, growing mechanization of industry, and early 
retirement due to improved public and private social secur- 
ity programs. 1 
In 1968, Peter Drl~eker traced the large increase in the 
number of years in the average working-life span and in the 
period of schooling preceding it. In 1900, only a tiny 
minority of the population could expect to work full time 
with full working capacity past the age of forty-five! 
while workers in the 1960's could expect to work produc- 
2 tively until retirement at age sixty-five. The primary 
reason for the change was the shift away from farming, a 
physically demanding work, by the majority of the population. 
However, at the same time, the age of entrance bad 
been raised by the "educational explosion. " Drucker con- 
cluded that the increasing level of educational require- 
ments for jobs at all levels was more concerned with 
'~aer and Roeber. pp. 21-34. 
3 
& 
Herman J. Peters and James C. Hansen, eds. , vocational 
Guidance and Career Development (New York : Maemillan Company, 19711, 
postponing e n t r y  i n t o  t h e  l o b  m a r k e t ,  t h a n  it w a s  for  t h e  
need f o r  more knowledge on t h e  j o b .  
There i s  no r eason  i n  t h e  work i t s e l f  why a 
1 4  y e a r  o l d  g i r l  was o l d  enough  t o  s e l l  b e h i n d  
a c o u n t e r  i n  1 9 1 4  and why t o d a y  t h e  sa lesg i r l  
h a s  t o  have a h i g h  s c h o o l  d e g r e e  ( a n d  p r e f e r r a b l y  
a  y e a r  o r  two of c o l l e g e 1  .I 
The e x t e n s i o n  i n  t h e  amount o f  t i m e  r e q u i r e d  i n  p r e p a r -  
a t i o n  f o r  work i n  t u r n  r a i s e d  t h e  e x p e c t a t i o n s  of y o u n g  
e n t r a n t s  i n t o  t h e  world  o f  work.  C o n s e q u e n t l y ,  t h e  labor  
supp ly  s h i f t e d  and t h e  s u p p l y  o f  jobs ava i l ab le  had  t o  
accommodate t h i s  change.  J o b s  h a d  t o  b e  c r e a t e d  w h i c h  
would s a t i s f y  he igh tened  e x p e c t a t i o n ,  and  m o r e  money h a d  
t o  be pa id  t o  workers  i n  unchanged j o b s .  2 
Drucker a l s o  conc luded  t h a t  t h e  Amer ican  economy 
managed t o  p rov ide  t h e  needed jobs t o  satisfy t h e  increased 
a s p i r a t i o n s  of t h e  ex t ended  s c h o o l i n g  g r a d u a t e s .  I n  addi-  
t i o n ,  t h e  economy was a b l e  t o  m a i n t a i n  p r o d u c t i v i t y .  L a r g e  
numbers of upgraded p o s i t i o n s  w e r e  b e i n g  c r e a t e d  w i t h o u t  
3 much e x p e r i e n c e  w i t h  t h i s  k i n d  o f  w o r k e r  and w o r k .  
Desp i te  t h e  e x t e n s i o n  o f  y e a r s  of s c h o o l i n g  now 
necessary t o  e n t e r  t h e  job  m a r k e t ,  D r u c k e r  a l s o  c o n c l u d e d  
t h a t  t h e  e x i s t i n g  job s t r u c t u r e s  a r e  i n a p p r o p r i a t e  to a 
working-life span of f o r t y  y e a r s  o r  more. The 
'peters and Hansen, p. 73. 
'peters and Hansen, p. 7 4 .  
and Wansen, 
vtknowledgeable" worker tends to get bored after twenty or 
twenty-five years on the lob, especially those in middle 
management positions who reached the pinnacleof their pro- 
fession but did not wear out physically from the strain of 
their work. These workers are often still in top physical 
and mental condition and more than fifteen years from re- 
tirement. These workers need assistance in acquiring a 
second career. 
1 
The Needs of Adult Workers 
In "Psycho-Social Aspects of Work," Joseph Sampler 
stated, 
~t should be crystal clear that the picture that 
occupational information presents today is one 
of the Economic Man. It is a one dimensional 
portrayal of man who, contrary to the soundest of 
folk wisdom, lives by bread alone., .As far as 
present resources in occupational literature are 
concerned, information that would characterize the 
Psycholog cal Man at work is deficient or non- 
existent. i 
Sampler goes on to define the 'Tsychological Man" as the 
worker" role, his values and attitudes, status, interaction 
with others, life style away from work and the totality of 
the way that his personality needs are net- ffe argues 
that all of the above are considerations t h a t  deal with 
personality dynamics and that they are not often taken into 
L joseph Sampler, "psycho-Social Aspects of Work: 
C r i t i q u e  of Occupatlonai ~nformation, 
~ersonnel and Guid- 
ance Journal, 3 4 ,  NO. 6 (1961). 458-65. 
I 
account in the counseling Process- 
In "A sociological Approach to Work Life"Edward Gross 
finds that something much broader than pure vocational 
counseling is needed ta assist workers today. Besides 
attending to the specifics of the job, effective counseling 
must deal with all of the following areas: the relation- 
ship between work history and the life cycle; life in the 
organization; life in the community and changes from one 
community to another; changing educational requirements 
for work; the use of recreational opportunities for self- 
development; and understanding societal and economic con- 
ditions which affect occupational careers. 2 
In Occupational Careers Walter Slocum noted in the 
mid-1960's that while early occupational decisions resembled 
economic decision making, occupational turning-point deci- 
sions also involve important noneconomic considerations. 
A f t e r  becoming committed to an occupational role w i t h  
important responsibilities, emotional problems may ensue 
when the worker has to adjust to new interpersonal relation- 
ships and learn new organizational values and behavior 
L Edward Gross, "A Sociological Approach to Work Life " 
Personnel and Guidance Journal, 45, No. 5 ( 1 9 6 7 )  r 416-23- 
standards. 
1. 
The need for vocational counseling of adults making 
mid-life career changes was emphasized by E. C ,  Thoroman as 
early as 1968. He noted that vocational counseling efforts 
during the previous quarter Century developed into an ex- 
tensive network of services for youth and young adults. 
Since the bulk of services were provided by schools and 
colleges, only a very Limited amount of counseling was avail- 
able to adults. Such services were becoming increasingly 
inportant due to financial factors such as demand for a 
higher standard of living, the effects of inflation, and 
automation; and social factors such as the need to seduce 
unemployment and the increasing number of women entering 
the labor force. 2 
Herr and Cramer summed up the traditional Lack of 
vocational counseling for adults in this way, 
Until fairly recently, anyone interested in career 
qusdance might well have wondered if there is a 
career life after adokescence. Early work in 
career development and behavior focused on factors 
and processes leading to the initial choice of an 
occupation and rarely addressed adult career 
development, 3 
This issue is obviously a significant one in an age when 
I Walter ~locurn, Occupational Careers (Chicago : A l d i n e  
Publishing Company, 1966), p. 198. 
L 
E .  C.  Thoroman, The Vocational counseling of Adults 
and Young ~dults (Boston: Houghton Mif flin Company. 1968) 8 PPQ 170-72, 
3 Herr and Cramer, 
the number of women entering the work force after child- 
bearing years is increasing, at the same time the birth 
rate has declined steadily SQ that there is and will con- 
tinue to be a smaller propertion of young workers in the 
labor force. In addition, the rate of marriage is declin- 
ing while divorce is increasing rapidly (putting more women 
into the work force), people are working and living longer 
as a result of improved health care and disease control, 
and industrial change is constantly occurring and displacing 
workers. 1 
Herr and Cramer cite a 1975 study by Sinick which 
offered twenty-six factors as a partial list of reasons why 
individuals change careers: 
*Initial career not person's own choice 
*Career inappropriate from outset 
*Original aspirations not met by career 
*Purpose of first career accomplished 
*Change of career required by changing goals 
"Satisfaction sought for higher level needs 
*Dead end reached in terms of advancement 
*Inadequate outlet for creativity 
*Insufficient challenge to abilities 
*Data-people-things involvement inappropriate 
*Incongruence with vocational interests 
*Desire to implement avocational interests 
*Disproportion between prescribed and discretion- 
ary? duties 
*1n;uff icient variety in work content 
*Work pressures and deadlines too demanding 
*Work context source of dissatisfactions 
*Employer policies and practices dissatisfying 
*Purpose of employer enterprise incompatible 
*CO-workers divergent in values and lifestyles 
*Personality conflicts with supervisor OK G o -  
workers 
i Herr and Cramer, 
*Earnings outstripped by living expenses 
*Desire to "keep up with the Joneses" 
*Social status of occupation inadequate 
*Insufficient time for leisure activities 
*Greener grass in another f ieldl 
Herr and Cramer then explode the myth that individuals 
who voluntarily change careers do so because of a personality 
or character flaw. However, their conclusion is that s i n c e  
"adults are indeed experienced based" there may never be 
a uniform adult career psychology. 
2 
The Chanqinq Workforce 
In every occupation and industry, the number of 
job-seekers and the number of job openings con- 
stantly change. A rise or fall in the demand for 
a product or service affects the number of workers 
needed to produce it. New inventions and tech- 
nological innovations create some jobs and eliminate 
others. Changes in the size and age distribution 
of the population, work attitudes, training oppou- 
tunities, or retirement programs determine the 
number of workers available. As these forces inter- 
act in the labor market, some occupations experience 
a shortage, some a surplus, some a balance between 
Job-Seekers and openings. Methods used by 
economists to develop inf ormation on future oecupa- 
tional prospects differ, and judgments which go into 
any assessment of the future also differ. 3 
l~err and Cramer, p.  2 3 6 .  
2~err and Cramer, p.  237. 
3 
U. S . Department of Labor , occupational Outlook 
Handbook, p. 6 
Trends for the Future 
predicting trends and future needs for manpower in 
particular areas is hampered by a number of factors. In a 
study done for the ~ational Science Foundation, A .  H. 
Pascal noted a few of these factors. 
Manpower requirement forecasts--typically esti- 
mate only the gross number of openings in an 
occupation. Seldom is a figure calculated that 
is the net of the number of people already pre- 
paring to enter the field. That is true even for 
professions requiring long periods of formal 
schooling, and for which the numbers of future 
entrants are therefore potentially ascertainable. 
It is virtually impossible to derive net figures 
in fields where preparation is much shorter or 
much less identifiable. 
Forecasts almost never furnish geographic dis- 
aggregation, but most people contemplating a new 
career are strongly interested in where they may 
effectively follow it. To know that auto 
mechanics will be in short supply nationally is 
meager reassurance for the person who wants to 
stay in his home town or any other specific place. 
Forecasts are not always accurate, even in fields 
where preparation is standardized and mandatory 
and in which prediction is therefore easiest 
(school teachers, physicians) . The situation is 
unlikely to improve, since systematic follow-ups 
are almost never made to ascertain forecast 
accuracy. 
Even lf they are free from the foregoing defects, 
forecasts almost invariably assume that new 
entrants will be young and consequently will 
accept jobs at the bottom of the ladder; yet 
seniority rules make it difficult for older workers 
to enter a field laterally. 
Forecasts are based on long-term trends, not on 
the probability of sudden dislocations. The problem bulks larger for people who are forced 
to switch careers beca Se they are found to be 
redundant or obsolete. 
'1 
One futurist, Peter Drucker, predicts that while the 
.con.my of the United States has traditionally been based 
on the production of goods, in the future, the production 
of knowledge will be the focus. He predicts a massive 
2 
sh~ft to what he calls "knowledge work." Retraining workers 
to knowledge work demands that individuals have the psycho- 
logical capacity to relearn. Drucker argues : 
~ o t h  transition problems, that of the unskilled 
mass-production worker and that of craft skill 
and craft organizations, will be most acute in 
the United States. For it is here that the new 
knowledge economy is developing the furthest and 
the fastest. 3 
Regardless of how brilliant or provcative the predic- 
tions of the futurists, like Drucker may be, they are still 
only educated guesses. One thing is certain, however, when 
describing the labor force and its needs, a great deal h a s  
changed, is changing, and will continue to change. 
Women in the Work Force 
One change of which we are certain is the increasing 
number of women who are entering the work force. A 
'A. R. Pascal et al., I I A ~   valuation of ~ o l i c y   elated 
Research on Programs for M i d - L i f  e Career ~edirection : 
1, Ma jar Findings" (presented to ~ational Science ~oundation, 
Washington, D.c., 19751, p.  161. 
2peter F. Drucker, The Age of  isc continuity (New York: 
Harper and ROW, 19681, p.  305. 
significant proportion of these 
women are 
world of work after a substantial absence. 
re-entering 
Another 
significant group of working women comprised 
who are entering t h e  work force for the first time. 
the 
those 
In their 1958 book, Occupational Information, Baer and 
Roeber described the tremendous changes that had taken 
place during the previous half century: 
In 1910 a little more than 7,000,000 women were 
employed outside of the home. In 1956 over 
20,000,000 women were in the labor force. Of 
these 30% were clerical workers; 23% service 
workers; 18% were operatives and kindred workers; 
11% professional workers and technical workers; 
5% were proprietors, managers and officials; 
4% were farm Laborers; 1% were craftsmen, foremen 
or kindred workers; 1% was a farmer or farm m nager; 
and 4% was a laborer other than farm or mine. -? 
in 1972, the United States Bureau of the Census reached 
the following conclusions concerning the change in the 
number of working women between 1950 and 1971: 
In 1959, in 46.9 percent of white households, 
only the husband worked, while in 33.7 percent 
of white households both the husband and the 
wife worked. Corresponding figures for black 
households were 35.2 percent and 44.1 percent. 
By 1970, the percentage of white households 
where only the husband worked had dropped to 
23.9 percent, and the husband-wif e combination 
had risen to 58.1 percent. Put in another 
perspective, in 1950 31.6 percent of the female 
civilian labor force was single, 52.1 percent 
married, and 16.3 percent widowed or divorced. 
BY 1971, these percentages had changed to 22.7 
I Baer and Roeber, p .  95 .  
percent single, 63.1 percent married, and 14.2 
percent divorced. I 
The impact of these statistics may be seen in these 
quotes from the Monthly Labor Review journal: "The number 
of children whose mothers were in the work force increased 
over 10 million between I960 and 1970. " 2  Elizabeth Waldman 
and Anne M .  Young discuss this subject in more detail. 
I n  1970, one-fourth of all married women, husband 
present, with children under 3 years old were 
part of the American work force. The proportion 
was over one-third for those whose youngest 
children were 3 to 5, and one-half for those 
whose children were old enough to be in school. 
Generally, the wives with the least education had 
the lowest labor force rate at every level of 
husband's income. 3 
In 1982 Jean Wilson, William J. Weikel and Harold Rose 
compared nontraditional and traditional career women in 
response to their claim that "Despite the drastic changes 
occurring as women enter the labor force, research has not 
adequately addressed the role of females in the American 
work force, ,, 4 
'u. s . Bureau of the Census, 1970 Report (Washington, 
D.C.: U.S. Government Printing Office, l970), p. 2 1 9 .  
3 
&~lizabeth Waldman and Kathryn R. Gover, 
"Children of 
Women in the Work Force, " Monthly Labor Review. 9 4  (June 19711, 20. 
3 Elizabeth Waldnan and Anne M. Young, "~arital and 
Family Characteristics of Workers," Monthly Labor Review. 
94 (June 1971), 49. 
4 Wilson et ax., p.  109. 
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In comparing a group of female teachers (Traditional 
Group--TG) with a group of females in executive or mana- 
gerial positions  ontr traditional Group--NTG) the authors 
found little difference between the groups terms of 
family or origin environments, general reasons far working, 
number of children, problems with role conflict, marital 
status or birth order. 
However, significant differences were found between 
the groups in several areas. While women in the TG most 
frequently cited parents as the people most supportive 
during career decision-making periods of their life , women 
in the NTG most often cited their husbands. Women i n  the 
TG were more likely to be college graduates and had an 
average of two more years of education than those i n  the 
NTG. The authors concluded that: 
The present study has implications for vocational 
guidance. Results indicate that most of the NTG 
chose their careers after marriage, thus sup- 
porting the need to emphasize awareness of non- 
traditional careers for females in elementary 
school, high school and college. Resource women 
such as those in the study, who have been success- 
ful in nontraditional careers, can serve as role 
models for females to increase this awareness. l 
Minority Participation in the Work Force 
Another group whose role within the work force  h a s  
changed, and is continuing to change, is that of the 
minority worker , and in particular, the black worker. 
rather traditional method of observing changing work roles 
is that of observing who i s  being trained, educated and 
prepared for what type of occupation. According to the 
Office of Civil Rights of the United States Department of 
Health, Education and Welfare, in 1972 black men and women 
comprised approximately 8 pe rcen t  of full-time under- 
graduate students enrolled i n  institutions of higher educa- 
tion in the United States. Other visible minorities, in 
total, represented about 4 percent of full-time under- 
graduates ( 0 . 5  percent Native Americans, 1 percent Orientals 
and 2.5 percent Spanish-speaking Americans). 1 
In the 1960is, R. LaCasio wrote an article maintaining 
that while black students enrolled in institutions of 
'nlgher education may be highly motivated and may in fact 
believe in the system, the career development of black 
students is more likely to be delayed or impaired t h a n  that 
of the more advantaged populations. 2 
However, D. C.  MacMichael, in an article discussing 
conflicts in the classroom, maintains that the black 
i 
U.S. Department of Health, Education a n d  Welfare! 
Offlce for Civil Rights, Racial and Ethnic ~nrollment Data 
from Institutions of Higher Education (Washington, 
- C -  : U.S- Government Printing Office, 1 9 7 3 )  . 
L 
R. LaCasio, "Continuity and  isc continuity in Voca- 
tional Development Theory, " Personnel and Guidance Journal fi 
4 6  (19681, 844-85. 
student is as likely as any other student to come to higher 
education with ambition and an appreciation for work and 
high career expectations 
1 
Herr and Cramer also discussed the Lack of career 
development experienced by some black students and state 
that the lag 
manifests itself at the collegiate level in such 
problems as a discrepancy between a desire for 
a college education and a career choice that 
does not require that level of education, a 
general lack of knowledge of alternatives, 
possible skill deficits, and a not very clearly 
formed picture of oneself in relation to the 
world of work. These problems are hardly unique 
to blacks, but they may be more characteristic of 
black students as a group than of whites, 2 
In a study of career development research done in 1975, 
E. J. Smith stated that the profile of the black individual 
as portrayed in career development research is 
a portrait of a vocationally handicapped 
person. According to the studies examined, the 
average Black, if one can speak of average 
individuals of any racial group, is one who may 
lack positive work role models; does not mani- 
fest a lifetime commitment to a career as a way 
of life; is work-alienated; and places a greater 
priority on job security rather than self- 
fulfillment in an occupation. Moreover, he 
tends to have a negative self-image which 
fosters identity foreclosure and a rigid closing 
out of self and directions. His aspirations are 
high; but hls expectations of achieving his de- 
sired occupational goals are low, He has 
limitations placed upon his occupational mobility 
'D. C. NacMichael, "Work ~thics : 
~ollision in t h e  Classroom," Manpower, 6 (January 19741, 15-20. 
2 
Herr and Crarner, p* 219. 
because of his racial membership: evidences 
interests that are more person than thing- 
oriented; (and) is vocationally immature ... 
1 
Herr and Cramer's coEUTkent~ on this subject are 
similar: 
One may surmise that many blacks will come to 
higher education with high aspirations and with 
a desire to translate those ambitions into a re- 
warding and satisfying career; however, they may 
be impeded in that quest by psychological as 
well as skills deficits. The task of the career2 
helper is to convert those deficits into assets. 
Another method of observing changes in a workforce is. 
to observe how current phenomenon are affecting certain 
groups or individuals. One such very current phenomenon ar 
area of interest is the mid-life career change. 
In his article "Midlife Career Change for Blacks: 
Problems and Issues, " Leroy Miles focuses upon the extent 
to which Blacks at midlife are able to pursue their careers 
in an upward fashion leading to positions of higher rewards 
and challenges. Miles stated that 
Midlife is a period in which adults of all per- 
suasions make career decisions, Midlife crisis, 
job obsolescence, rapid social and technological 
change, and dissatisfaction with one's occupation 
have all been contributing factors, 3 
L E .  J -  Smith, "Profile of the Black Individual in 
Vocational Literature," Journal of Vocational ~ehavior. 6 ( 1 9 7 5 1 ,  55 .  
2 Herr and Cramer, p. 219. 
3 Miles, p. 7. 
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Miles concluded that Blacks, as a group, have not re- 
ceived significant attention in the literature in relation 
to this issue He also documented previous research which 
demonstrated that Blacks at midlif e face additional 
obstacles due to a lack of education, overt discrimination, 
and traditionally limited opportunities for entrance into 
occupations which offered high salaries and levels of 
satisfaction. Miles cited 1379 figures which showed that 
career opportunities for Blacks remained limited: 
only 25% of Blacks 16 years of age and older 
held white-collar jobs compared to 53% of 
Whites ... By contrast 24% of a l l  Blacks 16 years 
of age and older held service jobs compared to 
11% of White workers. 1 
Miles also uncovered evidence that methods of seeking 
employment also differ between Blacks, who tend to use 
public employment agencies, and Whites, who more often use 
private employment agencies. This is significant because 
other researchers have demonstrated that a high percentage 
of jobs offered through private agencies offer white- 
collar jobs. 2 
Another difference Blacks' and Whitesf job-seeking 
behavior involves is the use of social networks to uncover 
job opportunities, especially those in professional, 
technical and managerial fields. tliles cited a study 
by Granovetter in 1974 which showed that 56 percent of the 
respondents learned of their jobs through personal con- 
tacts made outside of the formal job search process. 
Granovetter noted that "This system presents problems for 
Blacks and other minorities who have not developed such 
social networks. , I  1 
b l i l e s  argued that: 
Career awareness for Blacks at midlife requires 
some fundamental changes in the job information 
system. Agencies and organizations, especially 
those which Blacks frequent for jobs and job 
information, must undertake an intensified coopera- 
tive effort to develop and distribute comprehen- 
sive occupational information to Blacks. 2 
Middle Age and Older Persons 
in the Work Force 
Still another group of individuals within the work 
force who are experiencing a great deal of change are the 
older workers. 
Individuals concerned with the personal and 
career counseling needs of adults have become 
aware of the close relationship between the 
economic and psychological factors of the mid- 
life counseling process. Swift economic and 
social change has strengthened this tie and has 
projected these joint concerns into the post- 
retirement life stage as well . . .  
Some of the recent changes in our society t h a t  
are affecting adult career paths and life-styles 
can be briefly described. Our economy is 
characterized by rapid technological change and 
cyclical movements in productivity and ernplopent - 
L Mikes, p. 9. 
Unemployment, a consequence of these market 
factors, is particularly serious for the worker 
over 4 5  years of age. The unemployed older 
worker can expect to E9'nain out of work for 30 
percent to 70 percent longer than his or her 
younger counterpart. Unemployment statistics 
are understated by those who have become so 
discouraged from seeking work that they have 
stopped looking and are thus counted as "not in 
the labor force" rather than unemployed. 1 
When unemployment strikes the older worker, it 
is likely to be for long periods of time, and 
the process of looking for work is frequently 
fraught with barriers that produce debasement, 
humiliation and frustration. As age increases, 
occupational mobility decreases, t h u s  cutting 
down on the alternatives that the older worker 
can pursue. They experience considerable diffi- 
culty in getting placed in a job.2 
Recognizing that unfavorable attitudes do exist among 
employers toward older workers, Maltzer undertook a study 
during the mid-1960 s to determine whether younger (aged 
forty or less) or older (aged forty-one or above) workers 
have significant attitudinal differences which should be 
considered in hiring decisions, Both groups of workers 
were equally spread across various job classifications such 
as clerical, skilled, semi-skilled and unskilled labor. A 
forty-one rtem morale questionnaire was administered. I t  
consisted of twenty-seven items that measured work atti- 
tudes and fourteen items concerned with life adjustment 
attitudes. 
i Entine, p .  332. 
2 Herr and Cramer, p. 242. 
Maltzer found that there were twenty significant dif- 
ferences between the two group's responses on the work atti- 
tudes questions, nineteen in favor of the older group, 
one in favor of the younger group Ifinding workers agree- 
able and cooperative). The older workers demonstrated more 
satisfaction with their jobs, company decisions, their 
supervisors, chances for advancement, employee training, 
pay scale, company disciplinary policies, and on and on, 
On the life adjustment items, half of the items showed 
significant differences and all of these were more positive 
on the side of the older workers. These items included 
reaction to one ' s neighborhood, satisfaction with amount of 
time for recreation, share of happiness, national political 
situation and effect of company experience on happiness. 
AS a result of this study, Maltzer concluded that the more 
favorable attitudes expressed by older workers are advan- 
tageous for the company as well as the worker. 1 
In a study done to examine the impact that layoffs have 
on older workers, Turner and Whitaker make the point that 
perhaps one should make some type of a descriptive division 
between younger older workers (age forty-five to f i f t y - f  our 1 
and the older older workers (age fif ty-f ive to seventy) - In 
t h e i r  study which examined laid-off workers in a space- 
related industry, they found that while the fifty-five to 
L H. Maltzer, 'Attitudes of Workers Before and A f t e r  
Age 40," Geriatrics, 20, No. 5 ( 1 9 6 5 ) ,  425-32. 
seventy year old group experienced 
great difficulty 
finding new jobs, the forty-five to f ifty-four year old 
age group had no more difficulty in finding new employment 
than any other group. In addition, Turner and 
discovered that the fifty-five to seventy year old group 
not only had more difficulty in finding new work, but 
they also were unemployed longer before finding a job and 
eventually earned generally lower pay when they did find 
employment. 1 
Career Change 
Perhaps the most well known phenomenon related to the 
older individual in the work force is that revolving around 
the so-called mid-life career change. 
From preschool onward children are asked "What 
do you want to be when you grow up?" Although 
children"~ answers change as they mature and 
police officer and nurse may give w a y  to teacher 
or bricklayer, the question remains the same. 
The implication of the question is that one 
"'becomes" something, and stays that w a y .  In 
the current world, with future shock a present 
reality, few people remain with one occupation 
for life. 2 
A number of theories have been advanced to exy=llain 
the phenomenon of mid-life career change. One 
explanation for the increase in mid-life career 
change, which might be called the "coouterculture 
hypothesis," holds that dissatisfaction with the 
Robert Turner and William Whitaker, 
"The Inpact of Mass Layoffs on Older Workers, " ~ndustrial Gerontology, 
16 (Winter 1973), 14-21. 
L 
Elinor Waters and Jane Goodman, "Career ~ounseling 
f o r  Adults: Why, When, Where, BOW?" The ~ocational Guid- 
ance Quarterly, 25t NO. 4 ( ~ 9 7 7 ) ~  337. 
present social system has led individuals to 
leave the mainstream of society- Two of the most 
thorough studies of middle-aged career changers 
sampled persons who dropped out of professional 
and managerial jobs to live in less Complicated 
settings. ~ o t h  studies found dissatisfaction 
withour social system to be a common theme among 
their respondents. Obviously such findings can t 
be generalized to the broader population of career 
changers, but study of these special populations 
has added credence to the counterculture hypothe- 
sis. 
A second explanation might be called the "Gaugin" 
or 'Udeelopmental hypothesis." The current un- 
rest, it is suggested, is much like that experienced 
by Gaugin who, at mid-life, left his banking career 
to go to the south seas to paint. While not all 
men change careers at this time, almost all undergo 
a time of greater orelesser personal crisis. Those 
we have seen changing careers in recent years ... have 
taken advantage of new opportunities to express the 
new set of values and goals that this developmental 
change brought into focus. 
The third approach to explaining the increase in 
mid-life career change focuses not on individual 
development, nor on political ideology, but calls 
attention to changes that have taken place in the 
larger society, which make career change possible 
and desirable. This marcosocial approach would call 
attention to rapid social and economic change 
causing dislocation in the occupational sphere, 
such that careers become obsolete, or at least 
need frequent upgrading. If a person is required 
to continue his education anyway, the opportunity 
to change careers in the process will be more 
tempting, especially because rapid change in the 
occupa ional sphere opens up new career opportun- 
ities. i 
Not too long ago there was a prevalent notion that 
voluntary career shif ters were 'oddballs, " indi- 
viduals who because of some personality flaw or 
character disorder were thought to be deficient in 
adaptive skills, were labeled professional 
k L. Eugene Thomas, "Causes of Hid-Life Change from 
High Status Careers," The Vocational Guidance ~ u a r t - 1 ~ .  
2 7 .  No. 3 (1979), 2 0 2 - 0 3 .  
malcontents, or otherwise were deemed lacking in s o m e  
way. In fact, most studies of career shifters 
versus career persisters indicate no differences 
in emotional adjustment- 1 
I n  a study attempting to look at how a person's persan- 
ality may affect his/her willingness or proneness to make 
a career change, Clopton grouped career shifters into three 
types : 
Type A: shifts undertaken as a direct conse- 
quence of some major event that impels the shifter 
to reformulate the meaning of his life and per- 
sonal goals. 
Type B: Shifts that result primarily from the 
shifter's gradual disenchantment with his first 
career. The typical pattern is that the shifter first 
becomes aware of being more bored and/or disillu- 
sioned with his work; he begins casting about for 
a different profession which he feels would permit 
fuller utilization of his potential, 
Type C: Shifts that occur after a shif ter realizes 
that, although he still enjoys his first career, 
there is another profession which would give him 
at least as much, and possibly mare, satisfaction. 
Typically, in such cases, the second career begins 
as an avocational interest and develops gradual1 
to the point of becoming a full-time commitment. -3 
Looking further into the issue of personality and what 
roll it may play in career change decisions, L. Eugene 
Thomas stated: 
There is evidence t h a t  the work environment 
molds or at least stabilizes individual person- 
ality, the implication being that personality would 
be less stable without such environmental s u p p o r t .  
2@. Clopton, "Personality and Career Change," 
Industrial Gerontoloqy , Spring 197 3, p. 11. 
study of those who change careers in middle age. 
especially those who move to markedly different 
environments (e.g., from a Wall Street broker 
to a self-employed potter), would give us an oppor- 
tunity to find out how much continuity and change 
there is in their personalities. 
I 
Thomas went on to say that: 
The fact that current social and economic factors 
allow people new-found options to make changes 
in their careers in middle age presents us with 
a natural experiment. It boggles the mind to 
imagine the resources and ethical dilemmas that 
would be involved in subjecting people to these 
factors experimentally, but we currently have the 
natural manipulation (if that is the term) of 
life-affecting variables. How middle-aged people 
respond to this situation, whether by making 
radical career change or by holding onto their 
present positions until retirement, gives a rare 
opportunity to study psychological development 
during this relatively uncharted part of the life 
cycle. 2 
If personality does in fact play a part in the decision 
makrnq process surrounding career change, what type of 
process is actually taking place? Janet C. Armstrong 
reported on research concerning the decision making pro- 
cess used by adults making a career change in midlife in 
her article "Decision Behavior and Outcome of Midlife Career 
Changers. " She describes two approaches used by persons 
deciding to change careers by furthering their education 
at nidlife, 
L Thomas, pp. 38-39 .  
The first approach, labeled "incremental "char- 
acterized by a goal of marginal change and a choice based 
on restricted alternatives and limited The 
individual acts to move away from an unsatisfactory situa- 
tion and the goal is greatly affected by the means avail- 
able to attain it. The decision is not made on t h e  basis 
of attaining an ideal goal, but rather to find a m a r e  work- 
able solution to a present situation. 
The second approach, a "rational"' one is "character- 
ized by a wider range of alternatives, a broader infomation 
base, and selection of an optimal alternative that may re- 
veal a goal of major change. "* The final decision more 
often consists of major change and is therefore often 
irreversible. 
Armstrong studied two groups of persons who had 
attended a large community college, one of which was aged 
thirty-five to fifty-five and was s t i l l  enrolled in school 
at the time of the study. The second group, also aged 
thirty-five to f if ty-f ive, was no longer enrolled in school 
'~anet C - Arms trong , "Decision Behavior and OutCQmf 
of IXidlife Career Changers, " The Vocational Guidance 
Quarterly, 29, No. 3 (1981), -206 .  
2 Armstrong, p -  206. 
but had completed at least forty-five quarter credits. 
The questionnaire, given to both contained items 
developed to operationally define " (a) type of decision 
pattern, (b) marginal and major career change goals, and 
-l 
( c )  success in the decision outcome. "' 
There were ninety-f our respondents in the study, 
Their mean age was 42.5, 66 percent were f ernale and 3 5  per- 
cent of the females were homemakers. The chief reason for 
making a career change was job dissatisfaction. Two-thirds 
of the respondents used behavior resembling an incremental 
approach, and the other third relied upon a rational gat- 
tern. Less than one in seven had used counseling or career 
planning services during the five-year period preceding the 
study. 2 
Armstrong also found a significant associatian between 
the career goal and the pattern of decision making. Mar- 
ginal career change was associated with the incremental 
pattern, while major career change was associated with the 
rational pattern. The author theorizes that since so few 
of the respondents used any counseling services, 
"in all 
likelihood respondents relied on habitual patterns of deci- 
sion behavior and for the majority of them this behavior 
resembled 
percent of 
the incremental pattern- 
,, 1 
respondents who used 
L~I  making a career change, 
However, 
a rational 
less than 
while 
approach succeed 
50 percent of those 
using an incremental pattern did. 
Armstrong concluded with the following implications 
for career counselors : 
The data in this study suggest that if a rational 
decision approach is used, then the return to 
school is likely to be a good decision. How 
thorough is the search for other alternatives? 
For two-thirds of these respondents the answer is 
minimal. Are counselors a resource for career 
changers? Not really, although from this study 
such help would seem needed given a success rate 
of 54 percent after so much schooling.2 
Iowa, Its People, Its Workforce 
TO prove that it is really the heart of the heart- 
land, the middle ground between the extremes of 
American life, Iowa is exactly twenty-fifth in 
size among the fifty states. With an average of 
fifty persons per square mile, and a total of 
2,800,000 people, Iowa is also twenty-fifth 
among the states in population. This marvelous 
balance expresses itself also in the Iowa char- 
acter, an extremity of moderation. ..It is that 
quality of the strong middle which distinguishes 
Iowa from the other Midwestern states, identical 
as they might appear on a map.3 
The state of Iowa is located in the North Central 
Region the United States and is the only s t a t e  bordered 
-I P a u l  Engle and John PI. Zielinski,  ort trait of Iowa 
(Minneapolis, MN: Adams Press, 1974), p. 16. 
by two great rivers, the Mississippi on the east and the 
xissouri on the west. River transportation played a 
significant part in the settlement and development of Iowa. 
The mississippi still provides a means of transportation 
for shipping farm products out of Iowa and petroleum pro- 
ducts into it. 
1 
The eastern portion of the state was the first 
settled. The ~ississippi River cities of Keokuk, 
Fort Madison, Burlington, Muscatine, Davenport, 
Clinton and Dubuque had become important centers 
of trade and industry while the western portion 
of the present state of Iowa was still a wilder- 
ness. With the addition of the cities of Cedar 
Rapids and Waterloo, both within 70 miles of the 
Mississippi, manufacturing is still largely con- 
fined to this eastern corridor. This is the re- 
sult of priority of settlement and the transporta- 
tion and other advantages provided by the river. 
The eastern portion of the state is also influ- 
enced by its nearness to the Chicago area which 
offers closer markets and more ready access to raw 
materials such as steel and subcontracting 
opportunities. 
West of this region, manufacturing is of much less 
importance, even in the cities. The largest city 
in the state, Des Moines, depends mainly on insur- 
ance, trade, services and government for its job 
opportunities. Only about 20 percent of its em- 
ployment is in manufacturing. Sioux City is some- 
what oriented toward Nebraska and South Dakota 
and functions more as a trade center than as a 
manufacturing center.., 
The central and northwestern parts of the state 
contain the best farmland although the east 
central region also contains much fertile land. 
L Job Service of Iowa, 
"Annual Iowa Manpower planning 
Report. Fiscal Year 1 9 7 2 , "  ( D e s  Moines: State of Iowa, 
June 1971), p. 3. 
L Job Service of Iowa, 'Annual Iowa Manpower planning 
Rf£?0rtpt' Fiscal Year 1972,' p .  3 .  
The  Agricultural Workforce 
- 
Since the turn of the century, the number of persons 
living and working on farms has declined steadily due to 
improved technology such as large, mechanized farm imple- 
mlents, hybrid seed corn, herbicides, insecticides and live- 
s;tock food supplements. 
1 there were farm 
XiJ~orkers in Iowa, down from 281,400 in 1950 when 2 . 7  workers 
wtere employed in nonagricultural employment for each person 
wlorking in agriculture. 
2 
agriculture might appear no longer of paramount 
importance in Iowa, but this is not the case. 
Iowa ranks first among the states in the number of 
hogs raised and in the value of livestock and 
livestock products sold...Iowa ranks second in the 
number of cattle on hand, the amount of both corn 
and soybeans raised and in the value of a l l  farm 
products sold. The nonagricultural economy in 1 owa , 
more so than in the highly industrialized states, 
depends greatly on agriculture, either as a market 
or as a source of raw materials. Two of the three 
largest manufacturing industries in Iowa are farm 
machinery manufacturing and food processing. The 
one depends on the farm as a market for its products 
and the other as its source of raw materials. 3 
The largest manufacturing industry in the state is t h e  
processing of food and kindred products, many made from 
Iowa's grain crops. However, by 1970 employment in this 
industry had stopped growing and most new job opportunities 
1 - dab Service of Iowa, "1970 Annual Manpower planning 
Report," (Des Moines: State of Iowa, 1970) , p. 31- 
* J O ~  Service of Iowa, "1970 Annual Manpower Planning 
Report," g. 6. 
3 
Job Service of Iowa, "1973 Annual 3Ianpower planning 
2eportrw p* 6 ,  
yere occurring in durable goads manufacturing and in the 
nonmanufacturing industries. 
1 
Iowa experienced a dramatic economic change during 
the 19 60 ' s. . .new industry moving into Iowa created 
a better balanced economy. Agriculture is no 
longer the dominant industry but shares the respons- 
ibility for state growth with industries that manu- 
facture everything from school buses for Alaskan 
children to electronic gear for men on the moon. 
However, the basic stimulus of agriculture is 
still present even though its influence has been 
lessened by new or expanded industries. Many of 
the new or expanded industries sell their products 
to Iowa farmers or to farmers in surrounding states 
in the form of chemicals, agricultural equipment and 
services to the farming community, Livestock and 
grain purchased from the Iowa farmer are processed 
and grain purchased from the Iowa farmer are pro- 
cessed and distributed to consumers across the 
nation as well as throughout the world. 
Industry growth is shown by the increase in annual 
average nonagricultural employment, , . Iowa ' s geo- 
graphical location, the availability of railroad 
and river transportation and easy access to inter- 
state highways have been cited by industry as 
reasons for locating in Iowa... 
To supply the technical manpower needed by in- 
dustry, the state along with local civic leaders 
has created area or community colleges. ~pproxi- 
rnately 98,000 persons were enrolled in post high 
school instruction on a full-time, part-time or adult 
education class basis at the end of 1969. R majority 
of them were enrolled in vocational-technical 
programs of instruction,..Some educators believe 
that these new vocational schools will have as great 
an effect on the development of the Iowa economy 
as did the creation of the original private and 
stat@ colleges and universities. 2 
'job Service of Iowa, "1970 Annual Manpower planning 
ReportF1'pp. 6
L 
Job Service of Iowa, "1970 Annual Manpower planning 
Report, " p. 2 .  
Between 1970 and the end of that decade, the nonfarm 
wage salary employment in Iowa increased by over 2 5  per- 
cent. ~anuf acturing employment grew during this period 
(over 15 percent), but the nomanufacturing sector g r e w  by 
almost twice as much (almost 30 percent). I 
Leading growth industries between 1970 and 1978 
included construction machinery manufacturing 
(144.4 percent growth) , medical services 161.2  
percent) , construction (41.9 percent) , rubber 
goods manufacturing (41.0 percent ). , trade ( 3 4 - 6  
percent), and f'nance, insurance and real estate 
(34.6 percent). 3 
Unemployment Rate 
National financial trends and rising inflation rates 
began to have a significant impact upon Iowa's economy 
during the 1970's. This occurred despite the fact that 
historically, Iowa ' s strong agricultural base and indus- 
trial diversity have somewhat isolated the state's economy 
3 from fluctuation in the national economy. 
A significant portion of the state economy is 
directly related to agriculture, but other 
sectors ( e . g . ,  service and trade industries and 
a strong finance, insurance and real estate 
sector)  are less directly related to agriculture 
1 Job Service of Iowa, "1980 Annual planning Informa- 
tion," p. 1. 
2 Job Service of Iowa, "1980 Annual planning InEorma- 
t i o n , "  p .  1. 
3 Job Serv ice  of Iowa, "Annual Planning ~ n f  ormation 
Fiscal Year 1979, ( D e s  Moines: State of Iowa, F e b r u a r y  
1 9 7 8 1 ,  p. 1. 
and are major contributors to the state k diver- 
sity. The strength of Iowa's economy was 
illustrated in 1975 when the national unemployment 
rate averaged 8.5 percent, and Iowa's sate re- 
mained at about half that. 1 
In 1973, the Job Service of Iowa annual report stated: 
the annual unemployment rate in Iowa has con- 
sistently remained lower than in the United States 
as a whole, and in most years has been quite 
significantly less. * .One reason for this fact is 
that the type of industry predominant in Iowa is 
less affected by cyclical influences than that 
of the nation as a whole ... Another reason for 
Iowa's lower and less fluctuating unemployment 
rate is related to its agricultural orientation. 
Iowa has consistently lost rural population, one 
factor in this respect which relates to unemploy- 
ment is that workers displaced from the farms (which 
has been a gradual process--rather than sudden or 
fluctuating) , have migrated to urban centers sorne- 
times out of state, and found jobs, rather than 
remaining in their previous place of residence and 
swelling the ranks of the unemployed. On the other 
hand, in more industrialized states there has been 
a greater tendency for laid-off workers to remain 
unemployed while waiting for recall to their jobs. 
The unemployment rate in the state of Iowa trailed the 
national rate during the decade a£ the 197Qis, as seen in 
the following information taken from a chart of Iowa and 
United States Labor Force Summaries, 1970-1980: 3 
1 
Job Service of Iowa, "Annual Planning 1 n f  ormation, 
Fiscal Year 1979," p. 1. 
2 
Job Service of Iowa, '"nnual Manpower planning Re;?.ort, 
Fiscal Year 1974," (Des Moines: State of Iowa, February 
1 9 7 3 1 ,  p. 28. 
3 
Job Service of Iowa, "Annual Planning 1nf o r m a t i o n  
Fiscal Year 1982," p ,  10. 
Rate of Unemployment 
Iowa U . S .  
1970 3 . 3 %  4.9% 
1971 3.5% 5 . 9 %  
1972 2.8% 5.6% 
1973 2.9% 4.9% 
1974 3.0% 5 . 6 %  
1975 5.8% 8 3 %  
1976 5.3% 7.7% 
1977 4 . 4 %  7 . 0 %  
1978 3.8% 6.0% 
1979 3.4% 5.8% 
1980- 4,8% 7.1% 
By 1981, the state of Iowa's unemployment rate w a s  
less than 1 percent behind the national average (6.9 per- 
cent in Iowa compared to 7.6 percent for t h e  United States 
1 
as a whole). Like the nation, Iowa experienced problems 
caused by high interest rates, stockpiling inventories, 
and decreased sales. Employment in the construction trades 
dropped sharply as did employment in durable goods indus- 
tries. Nondurable goods manufacturing showed less of a 
decline, with the exception of neat products in the food 
industry. The fields of transportation, trade, services 
and government also demonstrated significant declines in 
I 
Job Service of Iowa, "Annual planning 1nformationr 
F i s c a l  Year 1983,'' State of Iowa, June, 1982, p .  12. 
The only industry group which continued to 
grow steadily since the 1950's without a decline in the 
late 1970's or early 1 9 8 0 ' s  was that of finance, insurance 
and real estate. 
1 
Rural/Wrban Population Balance 
Iowa's people are spread over 57,000 square miles of 
land which is divided into ninety-nine counties. The 
largest cities which have been designated as Standard 
Hetropolitan Statistical Areas are Des Moines (the capital 
city) , Cedar Rapids, Davenport, Sioux City, Waterloo, 
Dubuque and Council Bluffs . 2 
Only 5 percent in 1850, the urban population has 
grown constantly both in absolute numbers and as 
a percent of the total population. With the ex- 
ception of the 1900-1910 decade, a growing urban 
population more than offset a rural decline 
allowing a modest overall population advance, . . 
A declining rural population met a rising urban 
population in 1954 and Iowa became urban 
oriented ... The continuing shift toward the urban 
centers is occurring at the rate of about 5 per- 
cent for each decennial period ... 
A further decline in rural population can be 
expected for at least a few more decades- 
Total population, nevertheless, will continue 
to increase but perhaps at a declining rate. 
Iowa ' s overall percentage increase in population 
has trended downward over the years reaching a low 
1 
Job Service of Iowa, "Annual Planning 1nf 0rmati01-h~ 
Fiscal Year 1983," p. 12. 
L Job Service of I o w a ,  "Annual Planning Inf 5rmation f 
Fiscal Year 1983," p .  2. 
of 2.4 percent for the 1960-70 period--next 
to the loss of 0.6 percent for the 1900-1910 
decade. 1 
BY the late 1960's the population shift from the rural 
areas into the cities and declining birth rates began to 
change the orientation of Iowa's families. Rural counties 
continued to lose their people while suburbs and small 
communities within commutable distance to the large cities 
grew significantly. By 1970, 58.6 percent of Iowa's 
population was living in urban areas, following the nation- 
wide trend towards increased urbanization. 2 
Population Trends by Aqe 
I o w a %  population trends have traditionally differed 
from those of the country as a whole. Iowa's percentage of 
p e r s o n s  age sixty-five or older has traditionally been 
very high. In 1960, 11 percent of the total population was 
i n  this age qroup ,  the highest percentage in any state. 
Between 1960 and 1968, the number of children age five and 
under declined 20.9 percent in Iowa, contrasted with a 
n a t i o n a l  average decline of 8.9 percent. The group of 
young p e r s o n s  aged five to fifteen grew by 7.1 percen t  
d u r i n g  this time a s  compared to an increase of i9.1 percent 
1 
Job Service of Iowa, "Annual Planning information, 
F i s c a l  Year  1983," p. 6. 
L 
Job Service of Iowa, "Annual Planning ~ n f  ormation, 
Fiscal Year  1979," p. 7 .  
nationally. A 10 percent disparity between Iowaf s per- 
centages and those of the United States as a whole existed 
in all other groups. 
1 
In 1970, the median age of Iowans was 2 8 . 8  years while 
the national median age was 28.3. This difference was re- 
flective of both the large number of older persons in the 
state and their increasingly long lifespan, and the movement 
of young adults out of the state. However, between 1970 
and 1980, the age groups of persons born during the post- 
war baby boom grew significantly, 24.3 percent of those 
twenty to twenty-four years of age, and 15 percent for 
t hose  aged twenty-five to twenty-nine and thirty to thirty- 
f o u r .  2 
Such changes in the composition of various age groups 
have a noticeable impact on the composition of the labor 
f o r c e .  For example, in 1970, 9.1 percent of the total work 
force was comprised of youth workers (aged sixteen to 
nineteen) . By 1982 that percentage had risen to 11.7 per- 
cent. The percentage of youth who are in the job market has 
also increased, from 58.3 percent in 1970 to 74.5 percent 
1 Job Service of Iowa, "1970 Annual Manpower planning 
Report,'"- 3. 
2 
Job Service of Iowa, "Annual Planning 1 n f  ormation, 
Fiscal Year 1979," p. 11, 
3 
Job Service o f  Iowa, "Labor Market ~nformation for 
Special Worker Groups, " (Des Moines: State of Iowa, 
October,  1981) , p. 117. 
Iowa Labor Force Participation of Youth C16-19) I 
1970 and 1982 
Total Male Female 
1970 1982 1970 1982 1970 1 9 8 2  
White: 58.3 74.5 63.8 73.7 52 .9  7 5 . 2  
population Trends by Sex 
Iowa's population bas also traditionally been composed 
of more females than males. In 1970, women accounted for 
51.4 percent of the population and by 1980 that figure 
had risen to 51.6 percent. In 1983, there were almost 
90,000 more females than males in the state. At the same 
time, the proportion of women entering the job market had 
increased significantly, having a great impact on employ- 
ment trends in Iowa. 3 
In 1970 nearly 50T of all women between ages 18 
and 64 were in the labor force, an increase 
of 68% since 1960. The percentage of women in 
the labor force has risen in all age groups except 
for those 65 and over. 
'job Service of Iowa, "Labor Market Information for 
Special Worker Groups, " p. 119. 
L Job Service of Iowa, "Annual Planninq ~nformation, 
Fiscal Year 1982," p. 8 .  
3 Job Service of Iowa, "Annual Planning Information, 
Fiscal Year 1982," p. 8. 
The most significant increase between 1960 and 
1970 was registered in the 25-34 age category, 
This is the age group containing the largest per- 
centage of women with young children, and although 
the labor force participation rate in this group 
is still the lowest of any except the "65 and 
over" category, it is the one which has shown the 
greatest increase in labor force participation in 
recent years. 1 
Between 1975 and 1980, Iowa's population grew by 3.2 
percent while the labor force increased by 28.5 percent. 
This disparity was partially caused by the creation of 
219,000 nonagricultural jobs during the decade. Cqornen 
joined the work force in record numbers as a result of 
several factors : social trends encouraging married women to 
work outside of the home, in£ lationary pressures, and the 
growing number of female heads of the family who were forced 
to work to support themselves. 2 
However, in 1975 the median income for women was less 
tnan half of that for men, due to a number of reasons such 
as the large number of women clustered in low paying jobs, 
more women than men working part-tine or part of the year, 
and more women leaving and re-entering the job market, The 
trend toward greater educational training for women ha2 
begun to offset this phenomenon somewhat as women were be- 
coming more career oriented and entering professional, 
1 
Job Service of Iowa, "Annual Planning 1 n f  ormation, 
Fisca l  Year 1983," p. 18. 
L 
Job Service of Iowa, "'Annual Planning Inf ormation t 
Fiscal Year 1982," p .  9 .  
technical and managerial fields in greater n ~ b e r s  than 
ever before. 
1 
population Trends by Race and Ethnic 
Origin 
Iowa" population is predominately white; the 
state ranked fourth in the percentage of the 
population made up of whites in 1970 and forty- 
eight in the percentage of minority residents, 2 
This fact is beginning to change somewhat as the de- 
cade between 1970 and 1980 saw the population of black 
residents increase by almost one-third. The largest in- 
creases in the number of blacks were recorded in the 
larger cities where black communities had already been 
established. The largest growth of black Iowans came in 
the categories under thirty-five years of age, and even 
the "school age" group demonstrated gains, contrary to the 
state trend for white residents. 3 
Members of other minority groups also began to settle 
in greater numbers in Iowa during the 1970's. 
Between 1970 and 1980, the most notable change 
in the composition of the population of Iowa 
was the influx of great numbers of "other 
nonwhites" into the state. This was the direct 
result of the large number of Southeast Asian 
L 
Job Service of Iowa, "Annual Planning 1 n f  ormation, 
Fiscal Year 1982," p. 84. 
2 Job Service of Iowa, "Annual Planning 1nf ormation, 
Fiscal Year 1982,n p. 3. 
3 Job Service of Iowa, '@Annual Planning Information 
Fiscal Year 1982, " p. 7. 
refugees who were welcomed to Iowa in the after- 
math of the Vietnam War. Because of the arrival 
of these new inhabitants, the "other nonwhitet* 
population of the state more than tripled ... The 
"other nonwhite" population of the Des Moines 
area increased by more than 80% during the 
decade. 1 
BY l978,Job Service of Iowa statistics reported that 
while nonwhites were twice as likely to be classified as 
economically disadvantaged, their participation in the 
labor market had increased dramatically since 1970 when 
only 31.1 percent were in the labor market, to 1978 when 
over 67 percent were employed. 2 
Implications of Workforce Change for the 
Vocational Counselor 
The literature related to workforce change on both the 
national and the local level seems to indicate that radi- 
cal change, on several levels, is taking place. Furt'nes- 
more, the nature of these developments seems to indicate 
that the process of change will continue for the foreseeable 
future. What are the implications of these findings for 
individuals working in the vocational guidance and place- 
ment fields? TO what extent are the old approaches useful, 
and to what extent must they be changed, modified or 
replaced? 
1 
Job Service of Iowa, "Annual Planning ~nformation, 
Fiscal Year 1 9 8 2 , "  p. 7. 
2 
Job Service of Iowa, "Annual Planning Report, Fiscal 
year 1978," State of Iowa, March 1977, p. 2 9 .  
I n  1959,John Holland published his theory of voca- 
tional choice. The major theme of this philosophy was that 
each person is a product of the interaction of his/her 
heredity with a number of cultural and personal forces,  
including parents, peers, social class, American culture 
and the physical environment. As a result of this inter- 
action, the individual develops a hierarchy of methods to 
use in dealing with environmental tasks, Holland intended 
that these coping methods were associated with different 
types of physical and social environments, and with 
different patterns of abilities. When a person makes a 
vocational choice, Holland theorized, he/she '"searches'" 
fcr situations which satisfy his or her hierarchy of needs. 
Holland divided "all the major kinds of American work 
envrronments"' into six classes which he felt were helpful 
in organizing knowledge about vocational choice : 
I. The Realistic Environment: Persons of this 
orientation are typlif ied by. . . their physical 
strength and skills, their concrete, practical 
way of dealing with life problems, and their 
corresponding lack of social skills and 
sensitivities. 
2. The Intellectual Environment: Persons of this 
orientation appear to be task-oriented people 
who generally prefer "thlnk through" rather 
than "act out" problems,..have marked needs to 
organize and understand the world . . . p  ossess 
somewhat unconventional values and attitudes. .. 
and avoid interpersonal problems which re- 
quire interpersonal relationships with groups 
of people, 
I John Holland, '% Theory of ~ocational choice t " 
Counseling ~sychology, 6, No. 1 (19591, 35-45. 
3. The Social Orientation: Persons of this 
orientation prefer teaching or therapeutic 
roles, which may reflect a desire for atten- 
tion and socialization in a structured, and 
therefore safe, setting ...p ossess verbal and 
interpersonal skills ... are characterized as 
responsible, socially oriented ... threatened by 
and avoid situations requiring intellectual 
problem-solving, physical skills or highly ordered 
activities, since they prefer to deal with 
problems through feeling and interpersonal man- 
ipulations of others. 
4. The Conventional Environment : Per sons of this 
class prefer structured verbal and numerical 
activities, and subordinate roles. They achieve 
their goals through conformity. In this fashion, 
they obtain satisfaction and avoid the conflict 
and anxiety aroused by ambiguous situations 
or problems involving interpersonal relation- 
ships and physical skills. 
5. The Enterprising Environment: Persons of this 
class prefer to use their verbal skills in 
situations which provide opportunities for 
dominating, selling, or leading others-..They 
avoid well-defined language or work situations 
as well as situations requiring long periods of 
intellectual efforts. 
6. The Artistic Orientation: Persons of this 
orientation prefer indirect relationships 
with others. They prefer dealing with environ- 
mental problems through self-expression in 
artistic rnedia.,.avoid problems requiring 
interpersonal interaction, a hi h degree of 
structuring or physical skills. 9 
Holland states that the level of choice within a given 
C ~ S S  .of occupatians is determined by an equal function of 
intelligence and self -evaluation. He defines self - 
evaluation as *'a function of life history in which educa- 
tion, socio-economic origin, and family influences are 
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jar determinations. "l However, both the choice of occupa- 
tional class and level of choice within the class were 
thought to be mediated by a series of personal factors 
including self-knowledge and evaluation, knowledge of 
occupational classes, the orderliness of the developmental 
hierarchy; and a series of environmental factors (pressures 
from family and peers, evaluation of employers) and limita- 
tions imposed by socio-economic resources and the physical 
environment. 
Holland believed that as the individual develops, an 
order of preference for the six major environments is 
formulated. This preference may be well defined (one 
pattern dominating) , ambiquous (two 
patterns) , blocked (due economic 
or more 
factors, 
competing 
employer 
rejection or other factors) , stable or unstable [depending 
on the amount of integration of the interest pattern) . 2 
James D. Wiggins undertook a study of the validity 
of Holland's theory and Holland ' s Vocational Preference 
Inventory (VPI) for persons of retirement age. Wiggins 
felt that such information would be valuable and noted 
that: 
Documentation of the validity of Holland ' s 
theory and the VPI would enable counselors and 
researchers to Setter help clients seek 
I Holland, p, 146. 
'~olland, pp. 146-47. 
part-time or full-time employment or find 
satisfying avocational activities. As counselors 
become increasingly aware of the need to help 
persons over a total career lifespan, the need 
for validated instruments and procedures is 
apparent. 1 
Wiggins sampled 102 retired secondary teachers with 
backgrounds in either vocational agriculture (Realistic/ 
~ocial/~ntellectual categories on the V P I )  , English 
(~~ti~tic/~oeial/Enterprising categories on the VPI) , 
history (~ocial/Intellectual/Conventional categories on 
the VPI) , mathematics (Intellectual/Social/Enterprising 
categories on the V P I )  , or business+ (Conventional/~ocial/ 
~nterprising categories on the VPI) . The study was eon- 
cerned with determining whether the VPI classifications 
held for older persons. Positive evidence of the eon- 
struct validity of this scale had been previously found in 
over ninety studies. 2 
The author theorized that Holland's codes would gen- 
erally match environmental classifications for the job areas 
studied, assuming that '@persons who remain in a specific 
occupation until retirement generally were having their 
Ps~chological needs met as delineated by Holland. " 3  The 
results of the study were applied to the Compatibility 
~ ~ d e x  (CI) which Was used  as a measure o f  c o n g r u e n c e  b e -  
tween t h e  expected Holland c o d e s  and t h e  a c t u a l  r e s u l t s .  
A CI r a t i n g  number ( r a n g i n g  from z e r o  t o  e i g h t  with f o u r  
as a midpoint)  was a s s i g n e d  a c c o r d i n g  t o  the match b e t w e e n  
a t e s t e d  code and t h e  env i ronmenta l  code .  
Wiggins found t h e  f o l l o w i n g  : 
Three of t h e  g roups  s t u d i e d  had w e i g h t e d  c o d e s  
t h a t  matched env i ronmenta l  c o d e s  e x a c t l y ,  one 
group had a  code w i t h  p r imary  and s e c o n d a r y  
l e t t e r s  matching i n  o r d e r ,  and t h e  f i n a l  g r o u p  
had a l l  t h r e e  l e t te rs  from t h e  e n v i r o n m e n t a l  c o d e  
included i n  t h e  we igh ted  code ,  b u t  n o t  i n  o r d e r ,  
These f i n d i n g s  g e n e r a l l y  m i r r o r  and l e n d  credence 
t o  Hol l and ' s  c l a s s i f i c a t i o n  sys tem a n d ,  by 
i n f e r e n c e ,  t o  h i s  t h e o r y .  b 
Wiggins w e n t  on t o  c o n c l u d e  t h a t  t h e  V P I  m a y  be useful i n  
both voca t iona l  and a v o c a t i o n a l  career c o u n s e l i n g  w i t h  
older  persons,  r a t h e r  t h a n  r e l y i n g  on t r a d i t i o n a l l y  l i m i t e d  
lnforrnation. " I f  V P I  r e s u l t s  e f f e c t i v e l y  describe p e r -  
sona l i ty  types  a c r o s s  t h e  l i f e s p a n ,  such  i n f o r m a t i o n  may b e  
usefu l  i n  v o c a t i o n a l  and a v o c a t i o n a l  c o u n s e  l i n g .  11 2 
Duane Brown, i n  h i s  a r t i c l e  "Emerging Models  o f  C a r e e r  
Development Groups f o r  P e r s o n s  a t  ~ i d l i f  e , " p o i n t s  t o  t h e  
grea t  amount of a t t e n t i o n  now b e i n g  p a i d  to career g u i d a n c e  
f o r  adults a t  m i d l i f e .  H e  s t a t e s  t h a t  t h i s  emphasis h a s  
grown o u t  of a number of f a c t o r s  i n c l u d i n g  " t h e  women ' S  
Struggle f o r  equal  r i g h t s  and a  growing c o n c e r n  f o r  h e l p i n g  
,me, make the transition from housewife to worker and 
from underemployed worker to fully employed wage earner. If 1 
Brown examines the models of counseling and guidance 
currently being used to deliver services to adults: 
1. Self-Help Model consisting of books, tapes, 
cassettes and other materials designed to serve as do-it- 
yourself guides to career development; 
2 .  Informational Model whereby assistance is offered 
by public and educational agencies in the form of hot lines, 
seminars and libraries of information; 
3. Developmental Model pioneered by Super based on 
the dimensions of planf ulness, exploration, information, 
decision-making and reality orientation; 
4. Structured Group Model usually including "warm-up" 
exercises, self -analysis procedures, decision-making skills, 
becoming familiar with the world of work, and entering the 
world of work. 2 
Brown applied the following "arbitrarily drawn set of 
criteria" to each of the models: 
1. Does the model allow for individual differ- 
ences? 
2 .  Is the approach/rnodel ethical? 
3 .  Does the model allow for the integration of 
other life roles with the work role? Is the 
model comprehensive? 
'~rown, p. 332. 
2 Brown, p .  3 3 7 .  
4.  IS the model based upon established theory and 
empirical data?l 
We concluded that while no single model of rnidlife 
career development activity meets all of the criteria, 
the developmental model 
. . .  offers the most promise, particularly if 
ways can be discerned to integrate what is known 
about life and career development. It also seems 
at this point that the development of decision- 
making skills must be considered as an essential 
part of any program designed to serve adults at 
rnidlife since we want not only to help them deal 
with the present problem, but to cope with future 
concerns as well.,.Until we have models based on 
sound theories that have empirical support, we are 
probably well advised to offer multiple experiences 
to adults at rnidlife, 2 
Perceived change within the warkforce in recent years, 
coupled with a heightened career awareness within the general 
population has brought about a concentration on the subject 
of career and life choices within the popular press. 
In his book, The Three Boxes of ~ i f e  (and How to Get 
Out of Them), Richard Bolles stated that life is normally 
conceptualized as three separate and distinct sections 
(boxes) . They are "The World of Education, The World of 
Work and The World of Retirement. "' According to Bolles , 
while The World. of Work used to be viewed as occupying 
'~rown, pp. 332-33. 
2 Brown, pp. 338-39. 
'~ichard Nelson Bolles, The Three Boxes of Life 
(Berkeley, CA: Ten Speed Press, 1978), p. 5 .  
most of the lif espan, the other two boxes--Education and 
~~tirernent--are getting longer and longer, Furthermore, 
the boxes are becoming increasingly isolated from each 
o t h e r .  That is# little time is spent in planning fo r  the 
transition from one box to another, and individuals in one 
~ e r i o d  are not expected to participate very much in the 
activities of another period. For example, individuals in 
the Education period are not supposed to engage in much 
work or play (Retirement box) , and vice versa. I 
Bolles w e n t  on to state that one of the reasons why 
periods of life turn into boxes is that there are different 
issues and problems which mcst be considered during each 
period. 
Like Maslow, Bolles developed a hierarchy of crucial 
issues which must be resolved in sequential order. They 
are "'What ' s Happening? ", "Survival, '"'Meaning or Mission, " 
and "Effectiveness. " *  However, Bolles believes that these 
four issues must be reviewed during each life period, by 
3 lgnoring them ( "Drifting" ) , experiencing them super- 
ficially or in depth. And further, the answers found for 
these issues while in one box will probably not resolve 
'Belles, pp. 5 - 1 0 .  
3 Bolles, p.  13. 
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the same problems when the individual moves onto a n o t h e r  
box of life. Since the prevailing institutions in e a c h  box 
(school systems, corporations, etc. ) at best offer help 
for crucial issues in that time period, it is little wonder 
that the individual is ill prepared to move easily f ram one 
box to another, and that t h e  boxes are so isolated from 
each other. 
1 
~olles' solution to the "Three Boxes of Life" involves 
recognizing the control which individuals maintain over 
their lives, becoming notivated to take charge, prioritizing 
goals and developing a "Life/Work Plan'br, as h e  prefers 
t o  call it, "Life/Work Design. l t 2  He suggested a better 
balance between education, work and leisure so that each 
plays an on-going and meaningful part in the individual's 
lif e--'%if eiong Education, Lifelong Work and Lifelong 
Leisure, ! I  3 
Bolles cited a study done by the American Management 
Association of 2,821 executives which showed that 
52 percent found t h e i r  work unsatisfying, 50 
percent have changed jobs in t h e  last five 
years or are considering changing jobs and 
fields; 30 percent believe that business activ- 
ities adversely affected their health during the 
preceding five years. 4 
'~olles, pp.  19-23. 
L Bolles, pp, 2 5 - 2 6 .  
i Bolles, pp. 30-45. 
He cited a quote by Myron Clark, past president of 
the society for the Advancement of Management, that ' "80 
percent of all American Workers are unaerernployed and 
hence dissatisfied. ,, 1 
If ~olles' findings are correct, it would seem that 
individuals, especially in the latter half of the twentieth 
century, seemingly vary a great deal in terms of the empha- 
sis that each individual places on certain work-related 
values. 
Moshe Krausz examined the question "Do people at 
different vocational life stages differ with regard to the 
weights they attribute to different desired work values? ,, 2 
In his article "Policies of Organizational Choice at 
Different Vocational Life Stages, " Krausz theorized that 
the answer to this issue could be useful to organizations 
who employ people at various ages, to career counselors 
and possibly to job seekers themselves, "who often lack 
~nsight into the factors that determine their own deci- 
sions. I ,  3 
Krausz surveyed 233 persons, most of whom were taking 
%aster of Business ~dministration classes in Northern 
California.  he sample included young persons ready to 
2 Krausz, p ,  3 4 0 ,  
3 Krausz, p. 340. 
search for a first professional job and others w h o  were 
to be considering or actively searching for a new 
either in their present place of employment or in 
new organization. The respondents were divided into four 
groups t persons twenty-four years of age or less, persons 
aged twenty-five to thirty, persons aged thirty-one to 
thirty-four, and persons aged thirty-five or more. The 
research questionnaire consisted primarily of sixty brief 
passages in which hypothetical organizations were described 
in terms of six variables: starting salary, flexibility of 
work requirements, opportunities for growth and develapment, 
opportunities for advancement, responsibility and oppor- 
tunities to participate in decision making and job security. 
Each description contained a specified combination of the 
six variables, each variable represented by one of five 
possible levels ranging from low to high. Respondents 
rated each description on a seven-step scale ranging from 
/I) "definitely do not want to join" to ((7 'Vefinitely do 
want to join. It 1 
Krausz found that three values significantly differ- 
entiated between the age groups : security, advancement and 
flexibility. However, only security had an overall high 
weight within each life stage, Salary also had a high 
weight within each life stage but did not differentiate 
1 Krausz, pp. 341-43. 
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,ignificantly between them. It was also found that the 
and flexibility factors were more important to 
the younger respondents than the older ones, but that these 
factors lost importance with increasing age. The job 
security variable demonstrated the opposite trend, being 
more important to the older workers than to the younger 
I 
ones. 
Krausz concluded with the following advice for career 
counselors: 
~t first seems that career counselors invalved 
in counseling persons of different life stages 
should be aware of differences in saliency of 
outcomes when the client is searching for a job 
or an organizational change. Awareness of that 
fact may also be important for organizations 
employing persons at different life stages. The 
increased weight discrepancies across life stages 
may indicate lowered insight or increased use of 
defense mechanisms to deny certain realities that 
are undesirable to the person involved. Whatever 
the interpretation, the discrepancies between 
behavior intentions and explicit evaluations of 
outcomes may be incorporated into the dynamic 
counseling process, 2 
Herr and Cramer contended that : "Adults generally will 
have little tolerance for the abstract in career guidance 
and counseling. There is an immediacy, an urgency, and a 
eon~reteness to their concerns. ,* 3 
1 
L Krausz, pp. 344-45. 
2 Krausz, p. 3 4 7 .  
3 Herr and Cramer, p. 2 4 5 .  
Lawrence J. Perfetti and William C. Bingham provide 
an excellent example of this urgency and concreteness of 
oncerns, and one that is especially applicable during the 
early part of the 1980's as illustrated in their 1 9 8 3  
article "Unemployment and Self-Esteem in Metal Refinery 
workers. " The authors surveyed a large number of studies 
which had discussed the psychological impact of unemploy- 
ment. The authors concluded that the subject is an krnpor-  
tant one. 
~rrespeetive of country, social class, length 
of prior employment, family status, ar age of 
the samples of unemployed workers studied, these 
investigators reached a common conclusion: 
unemplo ment has a negative influence on self- 
esteem. P 
Perfetti and Bingham designed their study to test 
Super ' s theory regarding vocational self -concepts "in which 
the individual is seen as using occupational choice to 
implement important self -attributed traits and to seek self - 
actualization. " 2  The authors then theorized that " Ind i -  
viduals who implement self-concepts through employment can 
be expected to manifest higher levels of self -esteem than 
those  who do not. " 3  They hypothesized that employed workers 
I Lawrence J. perf etti and William C - Bingham, "UnemT?loy- 
"ent and Self -Esteem in Metal Refinery workers, " 'he 
Vocational Guidance Quarterly, 31, No- 3 ( 1 9 g 3 )  r 
'~erfetti and Bingham, p. 196. 
3~erfetti and Bingham, p. 196. 
score higher in self-esteem than would unemployed 
workers. 
participants for the study were selected from a metal 
union in New Jersey where all had been employed 
as skilled or semi-skilled workers in 1 9 7 7 ,  Thirty-four 
respondents were still employed, twenty had been l a i d  off 
and twenty-three were re-employed, but not as refinery 
workers. The groups did not differ significantly in educa- 
tional or marital status, or age. The Rosenberg Self -Esteem 
Scale ( R S E )  was chosen as the testing instrument because 
of the similarities between Rosenberg' s and Super 9 def ini- 
tions. Each participant was given the ten item RSE s c a l e  
and a demographic questionnaire. 
The authors found that their hypothesis was confirmed. 
The finding that unemployed workers did indeed 
score lower in self-esteem than employed workers 
supports the hypothesis based on Super" theory. 
That re-employed workers scored between the ather 
two groups is also cansistent with the theory. To 
whatever extent level of self-esteem is associated 
with unemployment, it makes sense that re- 
employment offers opportunities to recover some 
portion of the lost self-esteem, even though vast 
individual differences may be evident in the amount 
of recovery. Presumably, re-employment in one ' s 
chosen or previously successful occupation may 
permit full recovery of lost self-esteem. Re- 
employment in a closely-related occupation may per- 
mit recovery of a substantial portion of the lost 
self-esteem. Employment of any kind, even in an 
occupation quite unrelated to one ' s preferences 
or talents, may permit recovery of at least a 
modicum of the lost self-esteem. 1 
'~erfetti and Bingham, p .  198- 
85 
In addition, Perfetti and Bingharn found t h r e e  impliea- 
tions which suggest areas for further study. The first is 
distinction between employment and re-employment [work at 
*+.her than an individual's original type of work) . The 
showed that re-emplayed workers do not necessarily 
regain all of their lost self-esteem when they return to 
work.  ~ailur.~! to implement important self-perceptions may 
be responsible for this difference and over time may result 
in job dissatisfaction. The authors suggest that counselors 
this phenomenon and counsel their unemployed or 
re-employed clients accordingly so that they may be pre- 
pared for the decrease in self -esteem and take steps to 
alleviate it. 
The second implication of the research concerns self - 
blaming behavior. Previous studies have found that the 
unemployed tend to blame themselves for their situation. 
The authors suggest that counselors can he lp  their clients 
by assisting them in sorting out stress factors which are 
under their control, Support groups, even prior to unem- 
ployment (when possible) are also discussed as a means of 
avoiding negative consequences. 
A third implication of this research concerns the 
effect of unemployment upon other family members. The 
shifting of roles and role dysfunction have been fouad to 
cause severe problems for spouses and children of unemployed 
persons* Perfetti and Bringham suggested intervention 
before the family situation deteriorates significant- due 
t- the stress of unemployment. 
In 1969, Rashelle Axelbank, in her work done for the 
~ational Council on Aging, which concerned employment issues 
of adults, pointed out that the 1963 President's Council 
~ginq made the following recomendations : 
services for older workers in the local 
offices of the public employment service be 
improved and expanded by providing additional 
counseling and for organization of new job- 
finding community activities in their behalf. 
Studies conducted by the U . S .  Employment Service 
show that about one-fourth of unemployed older 
workers are in need of intensive counseling sex- 
vice in order to make sound choices of new 
occupations and to overcome lack of self- 
confidence, reluctance to enter training, and 
other obstacles to preparing for and finding new 
employment. Yet only 7 percent of the two 
million job applicants age 45 and over who come to 
the USES offices each year now receive intensive 
counseling. 
New and more positive approaches are needed to 
reach older persons who are seeking work and to 
organize community support for programs to improve 
therr employment opportunities. Group guidance 
sessions, self-help organizations, of older per- 
sons, and otherltested techniques should be put 
into wider use, 
Twenty years later, these recommendations still sound 
valid and applicable, which may serve only to illustrate 
that recognition of a need is only the first step in the 
process necessary to bring about a solution- 
'~ashelle G. Axelbank, Employment of the ~iddle-~ged 
Worker -( N e w  York: The National Council on Aging, 1969) , 
PP. 2 2 0 - 2 1 .  
Summary 
The c u r r e n t  i n d i c a t o r s  u s e d  by s o c i a l  s c i e n t i s t s  a n d  
others  who observe  changes i n  a n a t i o n ' s  p o p u l a t i o n  g e n e r -  
a l l y  seem t o  i n d i c a t e ,  t h a t  t h e  makeup o f  t h e  U n i t e d  
Sta tes  popula t ion  is go ing  th rough  some r a t h e r  m a j o r  c h a n g e s ,  
and t h a t  t h e s e  changes w i l l  c o n t i n u e  f o r  s o m e  t i m e  t o  come. 
Factors such  a s  d e c l i n i n g  b i r t h  r a t e s  and a l o n g e r  e x p e c t e d  
life span g r e a t l y  e f f e c t  t h e  p e r c e n t  of i n d i v i d u a l s  who 
make up each of t h e  v a r i o u s  age-range  c a t e g o r i e s .  A d d  to  
this t h e  l a r g e r  p e r c e n t a g e  of women who are w o r k i n g  o u t s i d e  
of t h e  home, t h e  changing  a t t i t u d e s  toward  t h e  c o n c e p t  of 
l i f e t i m e  c a r e e r s ,  t h e  e f f e c t  o f  new t e c h n o l o g i e s  on  new 
and on c u r r e n t  workers ,  t h e  i n c r e a s e d  numbers o f  m i n o r i t y  
group members s e e k i n g  o u t  advanced e d u c a t i o n  f o r  t h e  p u r -  
pose of c a r e e r  advancement,  and it seems o n l y  l o g i c a l  t o  
assume t h a t  a s  t h e  makeup o f  a  n a t i o n ' s  p o p u l a t i o n  c h a n g e s ,  
s o  too a r e  t h e r e  changes  i n  t h a t  n a t i o n "  work force. 
A s  t h e  n a t i o n ' s  p o p u l a t i o n  becomes o l d e r ,  i t  i s  p r e -  
dictable t h a t  a  new c o n c e n t r a t i o n  of  i n t e r e s t  w i l l  b e  f o u n d  
center ing around t h e  s p e c i a l  needs  and i n t e r e s t s  o f  a d u l t s -  
I n  r e l a t i o n  t o  c a r e e r  b e h a v i o r ,  t h i s  new 
and e n t h u s i a s t i c  i n t e r e s t  i n  a d u l t s  i s  e v i -  
denced by t h e  c r e a t i o n  of v a r i o u s  c o m m i t t e e s ,  
~ ~ ~ I r t i s s i o n s ,  and s p e c i a l  i n t e r e s t  g r o u p s  w i t h i n  
p r o f e s s i o n a l  o r g a n i z a t i o n s ,  by a  r a p i d l y  i n -  
c reas ing  number of a r t i c l e s  r e l a t i n g  t o  a d u l t  
c a r e e r  behav io r ,  and by new l e g i s l a t i o n .  
Indeed, t h e  language  a p p l i e d  t o  t h e  career de -  
velopment and b e h a v i o r  of a d u l t s  r e f l e c t s  t h e s e  
popular concerns ,  Terms l i k e  " c a r e e r  menopause'" 
Or " c a r e e r  c l i m a c t e r i c "  a r e  used  w i t h  an 
assurance  t h a t  i s  i n  d i r e c t  c o n t r a s t  t o  the real- 
i t y  of what i s  a c t u a l l y  known a b o u t  t h e  i m p o r t a n  
changes t h a t  may o c c u r  i n  a d u l t  eareer b e h a v i o r ,  5 
The whole concep t  of o c c u p a t i o n  and career i s  one of 
dynamic and r a p i d  change.  Technology a l o n e  c h a n g e s  the 
l i s t  of c a r e e r  o p p o r t u n i t i e s  e a c h  y e a r .  
~ n d i v i d u a l s  who are i n v o l v e d  i n  p r o v i d i n g  career 
guidance a t  whatever  l e v e l  must b e  more t h a n  j u s t  a w a r e  of 
the changes t h a t  a r e  t a k i n g  p l a c e ,  t h e y  m u s t  be a b l e  t o  
adapt.  
Career guidance  i s  an  o l d  t o o l ,  and  s o m e  would  s a y  
t h a t  it has changed v e r y  l i t t l e  o v e r  t h e  years. T o  w h a t  
ex tent  t h e  o l d  c o n c e p t s ,  t h e o r i e s ,  and  a p p r o a c h e s  are s t i l l  
v a l i d  cannot  t o t a l l y  be known u n l e s s  c o u n s e l o r s  are a w a r e  
of who i s  r e c e i v i n g  t h e s e  s e r v i c e s .  I f  career g u i d a n c e  i s  
to  be a u s e f u l  i n s t r u m e n t  o f  human d e v e l o p m e n t ,  t h e n  it 
must not  nove ahead o f ,  n o r  l a g  b e h i n d ,  t h e  c h a n g e s  t a k i n g  
;?lace wi th in  t h e  p o p u l a t i o n  it i s  t o  serve. 
I Herr and Cramer, p, 2 3 3 .  
CHAPTER THREE 
Research Design and Methodology 
General Design 
~ntroduction 
Data for this study were collected with the assistance 
of Job Service of Iowa's Research and Analysis Department, 
Personnel in this area are responsible for the collection, 
computerization, and analysis of information gathered by 
local Job Service offices. 
Each applicant for job referral assistance is asked a 
set of standardized questions by a Job Service interviewer. 
Utilizing the form No. 5llA (sample in Appendix) , the 
interviewer records applicant responses which are later 
key-punched and fed into a centralized computer system for 
storage and record-keeping purposes. At the end of each 
quarterly period, Job Service's administrative staff re- 
leases a microfiche compilation of the information 
gathered from the 51124 form on each applicant during that 
time frame. 
Variables Used in Study 
Data from the first quarter of the federal fiscal 
Year, October 1 through December 31, were used in this 
8 9 
data for 
order to have the first possible 
each year. The variables chosen 
tabulation 
for inclusion 
t h i s  study were most of those which were available for the 
years covered by this study. Responses from the 5 1 1 ~  form 
were first computerized in 1970 .  However, during the 
1970-1977, only age and sex variables were placed 
in the computer bank for record keeping purposes. 
Beginning in 1978, most of the variables from the 
511A form were computerized. The variables deemed signif i- 
cant for the purposes of this study were occupational 
choice, age, sex, race, and work status at the time of 
application. In 1981 and 1982,the work status variable 
was no longer computerized so that data were not available 
for that two-year period. 
Population and Sample 
The population for this study consisted of all persons 
over the age of sixteen (Iowa's minimum legal working age) 
during October, November and December of 1970, 1975, 1 9 7 8 ,  
1 9 7 9 ,  1980, 1981 and 1982. The sample was comprised of 
all persons who applied far assistance in securing employ- 
xent through a Job Service office in Iowa during that sane 
three-month period in each of the above years. 
Job Service of Iowa was created in 1934 when the Iowa 
General Assembly legislated a statewide employment service 
for all Iowa workers. This act followed a 1933 federal l aw  
which mandated that each state form an employment service 
system based on national standards. 
job Service of Iowa now has six divisions: job 
placement, Job Insurance, Administrative Services, Legal 
services, Staff Services and Retirement Services. P r i m a r y  
funding for administrative services comes from the United 
States Department of Labor with other financing from CETA 
prime sponsors, state appropriations, other state 
agencies and from penalty and interest collected on 
delinquent state job insurance taxes.' All job placement 
services are free and available to all persons without 
regard to race, age, sex, religious preference, physical 
or mental handicap, or nationality. 
~ l l  Job Service offices in Iowa were used for this 
study. Prior to 1983, when the data were collected, Job 
Service offices were located in Adel, Albia, Algona, Ames, 
Arnolds Park, Atlantic, Audubon, Boone , Burlington, Carroll. 
Cedar Falls, Cedar Rapids, Centerville, Chariton, Charles 
City, Cherokee, Clarinda, Clarion, Clinton, corning, 
Ccuncil Bluffs, Creston, Davenport, Decorah, Denison, 
Des Moines (3) , Dubuque, Eagle Grove, Emetsburg, Estherville , 
F s i r f  ield, Forest City, Fort Dodge, Fort M~idison, Glenwood, 
G r l n n e l l ,  Guthrie Center, Hamburg, Harlan, Humbolt, 
Icdependence, Iowa City, Iowa Falls, Jefferson, Keokuk, 
R r ~ x v i l l e ,  LeMars, Manchester, Maquoketa, Marshalltown, 
1 Job Service of Iowa, "Annual Report, ~iscal Y e a r  
1 C 8 0 ~ "  (Des Moines: State of Iowa, 19801, pp. 5 - 6 -  
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Mason City P / ~ ~ s s Q u ~ ~  Valley Monticello, Mount Pleasant, 
~~scatine, New Hampton, Newton, Oakland, Oelwein, O s e e o l a ,  
~skaloosa, Ottumwa, Perry, Pocahontas, Red Oak, Sheldon, 
shenandoah, Sigourney, Sioux Center, Sioux City (2) , 
Spencer, Storm Lake, Washington, Waterloo, Waverly , and 
webster City. These offices are located throughout the 
state and provide the populace with convenience in 
utilization of the services offered. 
Procedure for Identifying Sample 
The sample for this study was identified with assis- 
tance from the Research and Analysis Department of Iowa ' s 
~ o b  Service Administrative Unit. Data concerning the 
individuals who comprised this sample were collected from 
each of the branch offices of Job Service where the sub- 
lects applied for services and were gathered on a quarterly 
basis by personnel in the Research and ~nalysis Department. 
Personal identification of the applicants was not made. 
Rather, characteristics useful to the study were identified 
and analyzed by computer, 
Data and Instrumentation 
The data far this study were collected by utilization 
of a federally created form, No. 5llA, specifically de- 
signed for use by ~ o b  Service off ices. Each individual apply- 
ing for job referral assistance was assigned to a trained 
Job Service interviewer who asked the applicant each of the 
questions on the form. The interviewer then recorded the 
on the 51124 form, coding them where appropriate. 
I n  this n-mnner, information concerning all Jab Service 
applicants was gathered and recorded in a standardized 
fashion. 
The 5 1 1 A  form contains questions about the applicant's 
personal characteristics, work history, educational back- 
ground, f inancia1 status, qualifications for employment, 
desired job goal and participation in federal and state 
programs. 
Beginning in 1970, applicant responses to questions 
about age and sex were compiled from completed 511A forms, 
entered into a computer and tabulated for each quarter of 
the year. By 1978, categories of information computerized 
from the 511A form had been expanded to include sex, work 
status at the time of application for services, race, 
veteran" status, age, economic status and occupational 
preference. As a consequence, data gathered in 1978, 1979, 
1980, 1981 and 1982 lent itself to a comparison of the 
occupational preference variable with the other computer- 
ized categories. 
In order to test the hypotheses of this study, the 
variables of sex, work status at the time of application 
for services, age and race were chosen for analysis. The 
Occupational choice category was included in order to 
specific groups such as women seeking processing 
jobs  o r   lacks seeking positions in the structural occupa- 
t i o n s .  
The variable of sex was included in order to observe 
changes in patterns such as participation in traditional 
versus  nontraditional occupations by males and females. 
Age was included as a variable in order to study changes in 
the age range of individuals seeking assistance as well as 
the possible differences between different age groups and 
the types of occupational positions they are seeking. 
Work status at the time of application for services 
was included as a variable in order to allow observation 
and comparison of individuals who may be fully employed 
but choose to make an occupational change, with individuals 
who are forced through lay-off s f  plant or business closings, 
firings, etc., to seek new employment. Race was selected 
as a variable in order to determine whether or not minor- 
ity group members were changing in terms of the occupations 
they were seeking. A L S O ,  this variable allowed investiga- 
t i o n  into the subject of whether or not certain occupational 
categories had disproportionate numbers of various racial 
groups. 
In 1981 and 1982, the work status variable was not 
ComPuterized so that category was not available for pur- 
Poses of comparison in those years, Responses to this ques- 
t i o n  were not always recorded in 1978, 1979 and 1980 SO the 
for this variable was slightly smaller than those 
f o r  the other variables. 
Analysis of the Data 
Data gathered by local Job Service offices in Iowa 
were procured from the Job Service Research and Analysis 
Department. These data were classified, tabulated, key 
punched and analyzed by computer. In order to test the null 
hypotheses, the TUSTAT Statistical Contingency Test was 
performed on each of the seven hypotheses. This specific 
test, a variation of the basic Chi Square test for 
significance, was chosen for its ability to analyze several 
variables at the same time. In this manner, changes in 
variables such as age, sex, race and work status were 
tested for significance with data from one to nine cate- 
gories over a period of years. 
In turn, this data generated nine different results 
within the hypotheses which contained nine occupational 
categories. A nondirectional alpha value of .01 was 
selected as the level of significance on which to base the 
acceptance or rejection of the null hypotheses. On this 
basis, a null hypothesis which was rejected would have a 
Qne in a hundred chance of actually occurring by chance 
and therefore not being statistically significant. 
In addition to the test for significance, percentile 
frequency changes over time were calculated by the re- 
searcher,   he raw data and statistical tests are displayed 
in tabular form. Some qualitative data are presented in 
narrative form. 
CHRPTER FOUR 
Findings 
~t was proposed, through a series of null hypotheses 
detailed in Chapter Three, that for the years 1970-1982, 
there would be major shifts in the characteristics of 
persons seeking job-referral assistance through Job Service 
of Iowa. 
The findings of this study illustrate the fact that 
such changes in the demographic characteristics a£ persons 
seeking job-referral assistance through Job Service of 
Iowa have indeed occurred. Moreover, there have been 
significant alterations in the patterns of occupational 
choice within specific groups of persons, such as women, 
Blacks, persons age twenty-two and under, and persons who 
a r e  employed a t  the time of application. Further, there 
have also been large changes in the actual numbers of per- 
sons who have turned ta Job Service of Iowa f or assistance 
during t h e  period of time covered by this study, 1970-1982. 
Null Hypothesis 1: There was no significant 
change in the proportion of males and females 
s e e k i n g  job-ref erral assistance through Job 
Service of Iowa between the years 1970 and 1982. 
The null hypothesis was rejected an the basis of 
TUSTAT statistical Contingency tests which demonstrated 
t h a t  t h e r e  have been changes, noted in Table 1, at the 
level. In fact, this test yielded a score which was 
,i-pificant beyond the -001 level in the proportional 
change of males vs. females applying for services with 
J O ~  Service of Iowa. The actual number of male and female 
applicants, for the first quarter of each fiscal year are 
detailed in the table. Also noted in the table are the 
expected frequencies i e the number that would have 
been expected had there been no significant change in the 
proportion of male vs. female applicants) and percentages 
for males and females seeking assistance. The total 
number of applicants for the first quarter of each fiscal 
year included in the study was 233,914, 54.5 percent, and 
the total number of female applicants was 195,205, 45 5 
percent, for a combined total of 429,119 persons. 
It is interesting to note that while the percentage 
of males and females seeking assistance in 1970 (males, 
6 1 - 6  percent; females, 38.3 percent) is almost exactly the 
same ratio as that found in 1982 (ma1 es, 61.1 percent; 
females, 38 - 8 percent) , the intervening years showed marked 
fluctuations. Between 1970 and 1975, the number of female 
increased by 148 percent, while the number of 
applicants increased only by 33 percent. E l o w e v e r ,  
between 1975 and 1980 the number of females increased by 

only  4 8  percent while the number of male applicants in- 
creased by 122 Percent. Between 1980 and 1982, the last 
year included in the study, the number of females 
actually decreased by 19 percent while the n u d e r  of 
males decreased by only 1 percent. 
Consequently, the twelve-year period of the study 
began and ended with an almost identical ratio a£ male 
versus female applicants, despite the fact that the actual 
numbers of persons in both groups increased dramatically. 
~lso, during the two-year period of 1978 and 1979 there 
were almost equal numbers of males and females seeking 
assistance. 
Null Hypothesis 2: There was no significant 
change in the proportion of males and females 
seeking job-referral assistance through Job 
Service of Iowa between the years 1978 and 1982 
with employment goals in the following occupa- 
tional categories: 
~ro£essional/Technica1/Managerial Occupations 
Clerical and Sales Occupations 
Service Occupations 
Agricultural, Fishery, Forestry and Related 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
Miscellaneous Occupations 
The null hypothesis was rejected on the basis of the 
TUSTAT Statistical Contingency tests which demonstrated 
that in each nine categories listed 
t h e r e  was a significant change in the proportion of males 
2nd females seeking assistance during the years 1 9 7 5  to 
1 9 8 2 .  In each of the nine occupational categories, the 
chi Square value was found to be significant at the ,OX 
level. In fact, in eight of the nine categories (the excep- 
tion being structural occupations) the TUSTAT Statistical 
contingency test yielded a Chi Square value which was 
significant even beyond the .001 level. 
The results of the tests for significance in each of 
the nine occupational categories are as follows : 
1. Professional/Technical/Managerial Occupations-- 
Chi Square value of 139.909 with 4 degrees of 
f reedorn--signif icant beyond the .001 level. 
2. Sales and Clerical Oecupations--Chi Square value 
of 187.514 with 4 degrees of freedom--significant 
beyond the .001 level. 
3. Service Occupations--Chi Square value of 256,566 
with 4 degrees of freedom--significant beyond the 
.001 level. 
4. Agricultural/Fishery/Forestry and Related 
Occupations--Chi Square value of 58.6529 with 
4 degrees of freedom--significant beyond the - 081 
level. 
5 .  Processing Occupations--Chi Square value of 
166.951 with 4 degrees of freedam--significant 
beyond the .001 level. 
6. Machine Trade Occupations--Chi Square value of 
111.068 with 4 degrees of freedom--significant 
beyond the .001 level. 
7. Benchwork Occupations--Chi Square value of 428,178 
with 4 degrees of freedom--significant beyond the 
.001 level. 
8 .  Structural Occupations--Chi Square value of 
14.3953 with 4 degrees of freedom--significant 
at the -01 level. 
9 .  frliscellaneous Occupations--Chi Square value of 
276.152 with 4 degrees of freedom--significant 
beyond the -001 level. 
Table 2 characterizes the proportional changes found 
in each of the occupational categories for males and females 
during the years 1978 through 1982. 
The percentage of females seeking assistance during 
the period from 1978 through 1982 decreased in eight of 
the nine occupational categories. The exception was 
structural occupations, i . e. , construction work, heavy 
manufacturing, e t c ,  , an area with a traditionally low 
percentage of female workers, Even areas traditionally 
domlnated by females such as category number two, clerical 
and sales occupations, showed a 5 percent decrease. 
Benehwark occupations, i.e., manual work with pri- 
marily sedentary conditions, an area which had a 7 0 / 3 0  per 
cent female donination in 1978, showed the largest decrease, 
17 Percent. In general, these figures seem to be skewed, 
not by a drop in females seeking assistance, but by the 
Table  2 
Percentage Changes in Occupatimal Gategory Selection, 
by Sex, 1978 through 1982 
Sex 1978 1979 1380 1 9 8 1  1982  
I. ~rofessional/Technical/ Ferrrale 48% 49% 44% 44% 40% 
-~bnagerial Male 52% 51% 56% 56% 60% 
F m l e  81% 81% 79% 79% 76% 
Male 19% 19% 21% 21% 24% 
4. ~ g r i d t u r a l  /F i shery /  F&e 23% 28% 22 % 20 % 16% 
Forestry and Related Male 77% 72% 78% 80% 84% 
8. Structural 
9. Miscellaneous 
Female 28% 31% 26% 23% 19% 
Male 72% 69% 74% 77% 81% 
F m l e  19% 20% 16% 1 6 %  14% 
Male 81% 80% 84% 84% 86% 
Female 70% 67% 59% 58% 53% 
h l e  30% 33% 41% 42% 47% 
Female 4% 5% 4% 5% 4% 
&ale 96% 95% 96% 95% 96% 
F m l e  20% 1 7  % 15% 15% 1 2 %  
Male 80% 8 3% 85% 85% 88% 
very large increase in the sheer number of males seeking 
assistance during the years 1978 through 1982. Table 2 
that in the first quarter of 1978, 28,535 females 
sought assistance, while the number of males was just 
slightly higher at 29,548. In the first quarter of 1982, 
the number of females seeking assistance was 28,650, only 
115 more than in the first quarter of 1978. The number of 
males seeking assistance during the first quarter of 1982 
was 45,002, an increase of 15,454 more males than in the 
same quarter of 1978. Stated another way, there were 
15,569 more individuals seeking help during the first 
quarter of 1982 than during the same quarter in 1 9 7 8 .  All 
but 115 of those individuals were males. 
The actual number of males seeking assistance in the 
first quarter of 1982, as compared with the first quarter 
of 1978 increased in all nine occupational categories. The 
percentage of males (as compared with females) seeking 
assistance increased in each of the occupational categories 
except structural occupations, a category which retained 
its 96/4 percent male domination. 
Table 3 illustrates the frequency and percentage of 
male and female applicants for positions within the nine 
occupational choice cateqories f o r  the five-year period 
cavered from the first quarter of 1978 t h r o u g h  the first 
quarter of 1982. 
During the f i r s t  quarter of 1978, 8.8 percent of the 
and Percentage of Male and Fenale Applicants by Occupatioi~, First Quarter of 
Fiscal Years, 1978-1982 
Occuyxi tiond 1 1978 1979 1980 1981 1982 
Category Choice F m l e  Male F m l e  Male Female Male F m L e  Male 
 ema ale Male 
Professional/ 
'~'echnica 1/
Managerial 
Sales and Clerical 
Agricultural , 
Fishery, Fcrarestxy, 
ancl Related 
*Percent of colwrm tx~tal. QDoes not equal 100.0% due to  rounding error. 
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females seeking assistance from Job Service of Iowa were 
looking  £0' positions in the prof essional/techniCa1/rnana4- 
occupations. During the same period 9.3 percent of 
t h e  males applying for services were looking for positions 
i n  t h e  professional/technical/managerial occupations. 
These very similar rnale/female percentages within this 
occupationaf category remained essentially constant 
throughout the f ive-year period. 
The percentage of females who were seeking positions 
the clerical and sales occupations was 37.4 percent 
during the first quarter of 1978. Only 8.4 percent of all 
males applying for services during the same period were 
seeking positions in the clerical and sales occupations. 
The percentage of females seeking positions in this cate- 
gory increased gradually throughout the period. 
During the first quarter of 1978, 27.3 percent of the 
females seeking assistance from Job Service of Iowa were 
looking for positions in the service occupations. During 
the same period, 9.1 percent of the males applying for 
services were looking for positions in the service occupa- 
tions. These percentages held constant for both males 
and females throughout the five-year period. It seems 
important to note ax this point that by combining only 
the clerical and sales occupations with the service occupa- 
tions, 64.7 percent of all females seeking assistance 
during the first quarter of 1 9 7 5  may be found. During the 
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first q u a r t e r  of  1 9 8 2 ,  6 8 . 5  p e r c e n t  of  a11 of  t h e  f e m a l e s  
seeking job-ref e r r a l  a s s i s t a n c e  may be  found w i t h i n  these 
same two o c c u p a t i o n a l  c a t e g o r i e s .  
The p e r c e n t a g e  o f  males w h o  w e r e  s e e k i n g  p o s i t i o n s  
w i t h i n  t h e  a g r i c u l t u r a l ,  f i s h e r y ,  f o r e s t r y  a n d  r e l a t ed  
c a t e g o r y  was o n l y  2 . 5  p e r c e n t  during the 
f i r s t  q u a r t e r  of 1 9 7 8 .  O n l y  0 . 7 8  p e r c e n t  of a l l  f e m a l e s  
applying f o r  s e r v i c e s  d u r i n g  t h e  s a m e  p e r i o d  w e r e  s e e k i n g  
pos i t ions  i n  t h i s  o c c u p a t i o n a l  c a t e g o r y .  
While t h e r e  w a s  some i n c r e a s e  i n  t h e  ac tua l  numbers of 
indiv iduals  s e e k i n g  p o s i t i o n s  i n  t h i s  c a t e g o r y  d u r i n g  t h e  
five-year p e r i o d ,  a l l  of  t h i s  growth w a s  f o u n d  i n  t h e  m a l e  
group. During t h e  first q u a r t e r  of  1982,  2 . 2  p e r c e n t  of 
a l l  males a p p l y i n g  f o r  a s s i s t a n c e  w e r e  s e e k i n g  p o s i t i o n s  
w i t h i n  t h e  a g r i c u l t u r a l ,  f i s h e r y  , f o r e s t r y  and re la ted  
occupations c a t e g o r y .  Only 0 . 6 5  p e r c e n t  of f ernales a p p l y -  
l n g  f o r  s e r v i c e s  d u r i n g  t h e  f i r s t  q u a r t e r  of  1 9 8 2  w e r e  
seeking p o s i t i o n s  i n  t h i s  o c c u p a t i o n a l  c a t e g o r y .  
Males seek ing  p o s i t i o n s  w i t h i n  t h e  p r o c e s s i n g  occupa-  
tions i n c r e a s e d  t h e i r  p e r c e n t a g e  o f  t h e  t o t a l  number of 
male a p p l i c a n t s  f o r  a l l  p o s i t i o n s  from 6 . 0  p e r c e n t  d u r i n g  
the first q u a r t e r  of 1 9 7 8  t o  7 . 8  p e r c e n t  d u r i n g  the f i r s t  
q u a r t e r  of 1982, 
The p e r c e n t a g e  of f e m a l e s  who were s e e k i n g  p o s i t i o n s  
w i t h i n  t h e  p r o c e s s i n g  o c c u p a t i o n s  r emained  b e l o w  3 p e r c e n t  
d u r i n g  t h e  f i r s t  q u a r t e r  of e a c h  of t h e  f i v e  years, 1978 
through 1982- 
Males s e e k i n g  p o s i t i o n s  w i t h i n  t h e  mach ine  t r a d e s  
occupations i n c r e a s e d  t h e i r  p e r c e n t a g e  of t h e  t o t a l  number 
of male a p p l i c a n t s  f r o m  9 . 0  p e r c e n t  d u r i n g  the f i r s t  
quarter  of 1978 t o  1 3 . 1  p e r c e n t  d u r i n g  t h e  first q u a r t e r  
The p e r c e n t a g e  of f e m a l e s  who w e r e  s e e k i n g  p o s i t i o n s  
within t h e  machine t r a d e s  c a t e g o r y  remained close t o  3 p e r -  
cent during t h e  f i r s t  q u a r t e r  of  e a c h  of  t h e  f i v e  y e a r s  
1 9 7 8  through 1982. 
During t h e  f i r s t  q u a r t e r  of  1978,  1 2 . 5  p e r c e n t  of t h e  
females seek ing  job-ref  e r r a l  a s s i s t a n c e  w e r e  l o o k i n g  f o r  
pos i t ions  i n  t h e  benchwork o c c u p a t i o n s .  The p e r c e n t a g e  of 
females seek ing  p o s i t i o n s  w i t h i n  t h i s  o c c u p a t i o n a l  cate- 
gory dropped d u r i n g  e a c h  of t h e  y e a r s  1 9 7 9 ,  1 9 8 0  and 1 9 8 1 .  
A low of 8.6 p e r c e n t  was r e c o r d e d  i n  1981, and t h e  f i r s t  
quarter  f i g u r e  f o r  1982 was 9 . 3  p e r c e n t  of t h e  t o t a l  number 
of women a p p l y i n g  f o r  s e r v i c e s  d u r i n g  t h a t  t i m e .  
The p e r c e n t a g e  o f  m a l e s  who were s e e k i n g  p o s i t i o n s  
within the  benchwork o c c u p a t i o n  c a t e g o r y  r e m a i n e d  w i t h i n  
t h e  5 pe rcen t  t o  6 p e r c e n t  r a n g e  d u r i n g  t h e  f i r s t  q u a r t e r  
of each of t h e  f i v e  y e a r s  1978 t h r o u g h  1982. 
The p e r c e n t a g e  of males  who were s e e k i n g  p o s i t i o n s  
'dithin t h e  s t r u c t u r a l  o c c u p a t i o n s  c a t e g o r y  r e m a i n e d  c l o s e  
the  2 2  p e r c e n t  t o  2 3  p e r c e n t  r a n g e  d u r i n g  t h e  f i r s t  
quarter  of each of t h e  f i v e  y e a r s  1978 t h r o u g h  1 9 8 2 .  The 
percentage of females seeking positions within the same 
occupational category remained below 2 percent during the 
same period of time. 
The percentage of males who were seeking positions 
within the miscellaneous occupations category decreased 
steadily throughout the five-year period. During the first 
quarter of 1978 this category represented 27.5 percent of 
the males seeking job-referral assistance from Job Service 
of Iowa. During the first quarter of 1982,only 21.9 per- 
cent of the males were seeking a position within this cate- 
gory * 
Females seeking positions within the miscellaneous 
occupations category represented 7.1 percent of all female 
applicants during the first quarter of 1978. During the 
first quarter of 1982, females seeking positions within 
this occupational category represented only 4.7 percent 
of all female applicants. 
Even with the decline in the percent of persons seek- 
ing positions with the miscellaneous occupations category, 
it is still important to note that by combining this cate- 
gory with the structural occupations category, it is 
possible to account for over 45 percent of all of the male 
applicants during the first quarter of 1982. 
Thus, although fluctuations are noted when one views 
the data annually, traditional patterns of occupational 
and career c h o ~ c e s  remain relatively constant Those jobs 
that traditionally draw females continue to do so in the 
3.980's. Although one might be tempted to make inferences 
from these data, such efforts would not be scientifically 
justified. 
Null Hypothesis 3: There was no significant change 
in the proportion of part-time workers, full-time 
workers, and unemployed workers seeking job-referral 
assistance through Job Service of Iowa between the 
years 1978 and 1980 with employment goals in the 
following occupational categories: 
Professional/Technical/Managerial Occupations 
Clerical and Sales Occupations 
Service Occupations 
Agricultural, Fishery, Forestry and Related 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
Miscellaneous Occupations 
The null hypothesis was rejected on the basis of TUSTAT 
Statistical Contingency tests which demonstrated a signifi- 
cant change in the propor'tion of part-time workers, full- 
time workers and unemployed workers in each of the nine occu- 
pational categories between the first quarter of the fiscal 
year in 1978, 1979, and 1980. 
The Chi Square value f o r  each of the nine categories 
was significant at the -01 level, the value chosen f o r  
this study. In eight of the nine categories,the Chi 
Square value found was significant even beyond the .001 
level. The exception was the category of service occupa- 
tions where the Chi Square level was found to be signifi- 
cant at the .01 level. 
The hypothesis for this variable originally contained 
a fourth category of applicants, those on lay-off but sub- 
ject to recall. However, this group could not be included 
in the statistical study due to the fact that the data for 
it were not consistently reported in all of the occupa- 
tional categories by the Job Service interviewers. 
The results of the TUSTAT Statistical Contingency tests 
for significance performed on each of the occupational 
categories for the variable of work status are: 
1. Professional/Technical/Managerial Occupations-- 
Chi Square value of 128.515 with 4 degrees of 
freedom--significant beyond the .00l level. 
2. Sales and Clerical Occupations--Chi Square value 
of 188.953 with 4 degrees of freedom--significant 
beyond the .001 level. 
3 .  Service Occupations--Chi Square value of 87.0125 
with 4 degrees of freedom--significant beyond the 
.001 level. 
4.  Agricultural, Fishery, Forestry and Related 
Occupations--Chi Square value of 16.4177 with 4 
degrees of freedom--significant beyond the .001 
level. 
5 .  Processing Occupations--Chi Square value of 
61.1043 with 4 degrees of freedom--significant 
beyond the .001 level. 
6. Machine Trade Occupations--Chi Square value of 
206.844 with 4 degrees of freedom--significant 
beyond the .001 level. 
7. Benchwork Occupations--Chi Square value of 71.2257 
with 4 degrees of freedom--significant beyond the 
.001 level, 
8. Structural Occupations--Chi Square value of 
208.212 with 4 degrees of freedom--significant 
beyond the . O O L  level. 
9. Miscellaneous Occupations--Chi Square value of 
188.283 with 4 degrees of freedom--significant 
beyond the .001 level. 
Job Service of Iowa kept the records of the work- 
status of its applicants only during the years 1978, 1979 
and 1980. While this is a relatively short period of time, 
the data generated during these years do yield some 
interesting figures, Table 4 illustrates the fact that 
during the period of 1978 through 1980 there was an ever- 
increasing number of individuals seeking assistance through 
Job Service of Iowa offices. At the same time, the per- 
centage of those individuals who were employed full-time 
at the time of application (i.e., those individuals who 
might be thought to represent voluntary career changes) 
was actually lower in 1980 than i n  1978. The peak number 
both in number and in percentage of full-time workers 
applying for services, came in 1979. 
Table 4 
Number of Job Applicants by Work Status 
Total No. 
Year Part-time Full-time Unemployed for Year 
*Percentage of total for year, 
The reasons for such an increase would be speculative 
since Job Service of Iowa does not maintain such informa- 
tion in record form. 
During the three-year period in question, both the 
actual number and the percentage of applications coming 
from individuals who were unemployed at the time of 
application rose steadily and rather dramatically. 
Eighty-one and one-half percent of the applicants for 
assistance in the 1978 sample were unemployed at the time 
of application, showing a clear majority of applicants 
falling into this category. The sample taken during the 
same period only two years later shows a jump to 8 6 3  per- 
cent of the applicants being unemployed. 
Table 5 shows the occupational category being sought 
by individuals and their work status at the time of 
Table 5 
Wor-k Status at T i m  of Application, 1978-1980 
Occupa-kimal 
Catqory 
Choice 
1978 1979 1980 
Part- Full- Par t -  Full- Part- Full- 
Time The None The T h  None T k  T h  None 
Sales ad C l e r i c a l  F = 
8 = 
Agr i cu l t u r a l ,  Fishery F = 
Forestry and Related % =: 
Processing 
Machine Trade 
*Percent of year t p l s  total. 
application. For the sake of clarity, the category com- 
prised of individuals who were laid-off but subject to 
recall was eliminated from the sample. The category is 
generally unstable in that the individuals comprising it 
may only be seeking temporary work and may even be re- 
called before seriously pursuing another work situation, 
Table 5 illustrates the fact that three occupational 
choice categories consistently had the highest percentage 
of individuals who held full-time positions at the time 
of application for services. These categories were the 
professional/technical/managerial occupations, the machine 
trade occupations, and the clerical and sales occupations. 
In each of the occupational categories, both the actual 
number and the percent of applicants holding full-time jobs 
at the time of application hit the high point in 1979 and 
dropped off steeply in the 1980 sample. 
Null Hypothesis 4: There was no significant change 
in the proportion of Whites, Blacks, Spanish-speaking 
persons, American Indians, and members of other 
minority groups seeking job-referral assistance 
through Job Service of Iowa between the years 1978 
and 1982 with employment goals in the following 
occupational categories: 
Professional/Technical/~1anagerial Occupations 
Clerical and Sales Occupations 
Service Occupations 
Agricultural, Fishery, Forestry and Related 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
Miscellaneous Occupations 
The null hypothesis was rejected on the basis of the 
TUSTAT Statistical Contingency tests which demonstrated a 
significant change in the proportion of Whites, Blacks, 
Spanish-speaking persons, American Indians and members of 
other minority groups seeking job-referral assistance in 
eight of the nine occupational categories, between the first 
quarter of the fiscal year in 1978, 1979, 1980, 1981 and 
1982, 
The Chi Square value for eight of the nine categories 
was significant at the .01 level, the value chosen for 
this study. In all but one of the eight categories which 
demonstrated an acceptable level of significance, the Chi 
Square value exceeded significance at the . 0 0 1  level. The 
category which did not meet the test for significance at 
the .Ol level was that of agricultural, fishery, forestry 
and related occupations, the category with the fewest number 
of applicants. This category had the least number of 
applicants from each racial group. The Chi Square value 
for this category was significant at the - 0 5  level, a value 
not acceptable by the standards of this study. 
The results of the TUSTAT Statistical Contingency 
tests for significance performed on each of the occupational 
categories for the variable of race are as follows: 
1. Professional/~echnical/Managerial ~ccupations-- 
Chi Square value of 40.2751 with 16 degrees of 
freedom--significant beyond the -001 level. 
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Clerical and Sales Occupations--Chi Square value 
of 54.5173 with 16 degrees of freedom--significant 
beyond the .001 level. 
Service Occupations--Chi Square value of 132.072 
with 16 degrees of freedom--significant beyond 
the . 0 0 1  level. 
Agricultural, Fishery, Forestry and Related 
Occupations--Chi Square value of 28.7556 with 
16 degrees of freedom--not significant at the .01 
level. 
Processing Occupations--Chi Square value of 
66.0166 with 16 degrees of freedom--significant 
beyond the . 0 0 1  level. 
Machine Trade Occupations--Chi Square value of 
49,604 with 1 6  degrees of freedom--significant 
beyond the .001 level. 
Benchwork Oceupations--Chi Square value of 81.557 
with 16 degrees of freedom--significant beyond 
the ,001 level. 
Structural Occupations--Chi Square value of 
34.4053 with 16 deqrees of freedom--significant 
at the .01 level. 
Miscellaneous Occupations--Chi Square value of 
45,6329 with 16 degrees of freedom--significant 
beyond the - 0 0 1  level. 
~nformation concerning race and ethnic origin was not 
available during the years 1970 through 1975. Therefore, 
for the purposes of this study the years 1978 through 1982 
will be used to analyze changes in the raciallethnic bal- 
ance of persons seeking job-referral assistance through 
the state's Job Service offices. 
Iowa's population is primarily White. It is therefore 
not surprising that Iowa's workforce is also primarily 
White. Numerically, White individuals making application 
far services during the first quarter of 1978 numbered 
53,580 or 92.2 percent of the total number of applicants. 
Table 6 demonstrates that the largest single increase 
in the total number of applicants came between 1978 and 
1979 when the total went from 58,083 to 73,986, an increase 
of 15,903 applicants. The first quarter of 1980 showed the 
largest total number af applicants during the five-year 
period, 80,816. Of these, 74,514, or again, 92.2 percent 
were White. By the first quarter of 1982 White applicants 
numbered 68,904 or 93.5 percent of the total, At the 
same time, the percentage of Black applicants dropped from 
5.7 percent during the first quarter of 1981 to only 4.1 
percent during the first quarter of 1982. 
Comparing the beginning of the five-year period with 
the end of the period, it can be seen that the number of 
White applicants has increased from 53,380 during the first 
quarter of 1978 to 68,904 during the first quarter of 1982. 
Table 6 
M m b e r  and Percentage of Applicants by Bee, 1978-1982 
N o .  A3?pl ican t s  Total 
By Race/ F O ~  year 
F i r s t  Quarter Spanish Amxican (First 
Fiscal Y e a r  White Black Surname Indian other -1 
*Percentage of total for year. 
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This represents an increase of 22.2 percent, which is 
just slightly higher than the 21.1 percent increase in the 
total number of applicants. During the same five-year 
period, the number of Black applicants decreased from 
3,249 during the first quarter of 1978 to 3,060 during the 
first quarter of 1982. This represents a 5.8 percent de- 
crease in the number of Black applicants from the beginning 
of the five-year period to the end of it. 
Table 7 illustrates the racialjethnic breakdown of 
individuals applying for assistance in obtaining profes- 
s ional / technical / rnanager ia l  positions through Job Service 
of Iowa during the first quarter of the years 1978 through 
1982. 
White applicants represented 93.8 percent of the appli- 
cants seeking professional/technicaL/managerial positions 
during the first quarter of 4978. Blacks represented only 
4.7 percent of the applicants during the same period. B y  
the first quarter of 1982, White applicants represented 
95.4 percent of the total, while Blacks had declined to 
only 3.1 percent of the total. Throughout the five-year 
period, all others combined represented approximately 
2 percent of the total number of applicants in this cate- 
gory. 
Table 8 illustrates the racial/ethnic breakdown of 
individuals applying for assistance in obtaining clerical 
and sales jobs through Job Service of Iowa during the 
Table 7 
Applicants for Professional/Technieal/Managmial Jobs by Race, 
First Quarter af the Fiscal Y e a r  1978-1982 
Spanish Anericzn 
White Black Swmme Lndian O t h e r  T O M  
6,217 206 37 12 37 6,513 
95.4% 3.1% 0.56% 0.18% 0.56% 99.8%" 
*Eves not equal 100% due to rounding error. 
Table 8 
Applicants for C l e r i c a l  and Sales Jobs by Race, 
F i r s t  Quarter of the Fiscal Y e a r  1978-1982 
Spanish American 
White Black S w m m  Indian Other Total 
- -- 
*Does not equal 100% due to rounding error. 
first quarter of the years 1978 through 1982. 
White applicants represented only 88.2 percent of the 
applicants seeking service positions during the first 
quarter of 1978. During the same period of time, White 
applicants represented 92.2 percent of the total number of 
applicants seeking all types of positions. Black appli- 
cants for service positions represented 9 . 0  percent of the 
total for the first quarter of 1978, Blacks represented 
only 5.5 percent of the total number of applicants seeking 
all types of positions during the same period. Black 
applicants seeking service occupations had decreased to 
6.7 percent of the total by the first quarter of 1982. 
Table 9 illustrates the racial/ethnic breakdown of 
individuals applying for assistance in obtaining agri- 
cultural, fishery, forestry and related occupational 
positions through Job Service of Iowa during the first 
quarter of the years 1978 through 1982. 
Xhite agplicants represented 93.3 percent of the 
applicants seeking clerical and sales positions during the 
first quarter of 1978. Blacks represented only 5.1 percent 
of the applicants during the same period. By the first 
quarter of 1982, White applicants represented 9 4 . 7  percent 
of the total. Throughout the five-year period, all others 
combined, represented approximately 2 percent of the total 
number of applicants in this category. 
Table 10 illustrates the racial/ethnic breakdown of 
Table 9 
Applicants for Agricultural, Fishery, Forestry and Related Occupations 
by Race, First of the Fiscal Y e a r  1978-1982 
Spanish American 
White Black S- Indian Other Total 
1,137 25 9 5 20 1,196 
95.0% 2.0% 0.75% 0.41% 1.68 99.7%* 
*Does not glual 100% due to rounding error * 
Table 1 0  
Applicants for Senrice Jobs by Race, First Quarter of 
the Fiscal Year 1978-1982 
Spanish Arrs3rican 
Wte Black Surname Indian Other Totdl 
1982 10,908 825 128 41 233 12,136 
89.8% 6.7% 1.0% 0.33% 1,9% 99.73%" 
*Does not -1 100% due to roundin9 error. 
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individuals applying for assistance in obtaining service 
positions through Job Service of Iowa during the first 
quarter of the years 1978 through 1982. 
The very high percentage of White applicants in this 
area is as would be expected. Likewise, the low percentage 
of   lacks seeking positions in this category is not sur- 
prising. The most notable change in this occupational 
category over the five-year period is the increase in 
numbers and percentages of the persons in the "others" 
category who have sought out positions in this occupational 
area. While the numbers are quite small, the growth from 
a low of three in 1978 to a high of twenty-two in 1981 is 
more than a 700 percent increase. Yet, these small numbers 
may be forming significance. The high number in "White" 
may be over-pulling power and forcing frequencies of larger 
size in the other cells. 
Table 11 illustrates the racial/ethnic breakdown of 
individuals applying for assistance in obtaining a posi- 
tion in the processing occupations through Job Service of 
Iowa during the first quarter of the years 1978-1982. 
While both the actual number and percentage of white 
applicants grew during the five-year period from 1978 
through 1982, the highest percentage and actual number re- 
corded in the first quarter of 1982 represented 90.5 per- 
cent of the individuals seeking positions in this category. 
This figure is lower than the 93.5 percent 
Table 11 
Applicants for Processing Jobs by Race, First Quarter of 
the Fiscal Year  1978-1982 
Spanish Zmerican 
White Black S- Indian Other Total. 
*Does not equal 100% due to rounding emor. 
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figure which represents the overall number of White appli- 
cants far all positions during the first quarter of 1982. 
While the actual number of Blacks applying f o r  psi- 
tions within this category increased slightly, the per- 
centage actually dropped from 7.4 percent in the first 
quarter of 1978 to 5.0 percent in 1982. Once again, during 
this five-year period individuals comprising the "otherst' 
category who applied for positions within the processing 
occupations, while representing only a very small minority, 
increased quite dramatically. 
Table 1 2  illustrates the racial/ethnic breakdown of 
individuals applying for assistance in obtaining a posi- 
tion within the machine trades occupations through Job 
Service of Iowa, during the first quarter of the years 
1 9 7 8  through 1982. 
The White domination of applicants within the machine 
trades occupations have exceeded the overall domination 
of Whites in each year of the five-year period, The per- 
centage of Blacks applying for positions within the machine 
trades category is substantially lower than the overall 
applications by Blacks in each of the five years. More- 
over, the percentage of Blacks applying for positions in 
this area decreased substantially over the five-year period. 
Table 13 illustrates the racial/ethnic breakdown of 
individuals applying for assistance in obtaining positions 
within the benchwork occupations through ~ a b  service of 
Table 1 2  
Applicants for -&chine Trade Jobs by Race, First Quarter of 
the Fiscal Y e a r ,  1978-1982 
Spanish Amevican 
Whte Black S- Indian Other Total 
Tab le  13 
Applicants far E3enchmrk Jobs by Pace, F i r s t  Quarter of 
the Fiscal Year, 1978-1982 
Spanish American 
W h i t e  Black S u m a m  Indian Other Total 
Iowa, during the first quarter of the fiscal years 1978- 
The percentage of Whites and Blacks applying for posi- 
tions within the benchwork occupations during the first 
quarter of the years 1978 through 1982 stayed in close 
approximation to the overall figure for both racial groups 
applying for all types of positions during the same time 
period. 
Again, the most substantial change within the applica- 
tions Came from the category defined as "others." This 
group increased from forty-nine applicants during the first 
quarter of 1978 (1 percent) to 131 applicants (2.6 percent) 
during the first quarter of 1 9 8 2 .  
Table 14 illustrates the racial/ethnic breakdown of 
individuals applying for assistance in obtaining positions 
within the structural occupations through Job Service of 
Iowa, during the first quarter of the years 1 9 7 8  through 
1982. 
The structural occupations were dominated by White 
applicants during the first quarter of each of the five 
years 1978 through 1982. Not only did the White domination 
increase over time, but in the first quarter of each year, 
the percentage of White applicants stayed ahead of the 
overall percentage of White applicants for all types of 
occupation categories Conversely, the percentage of 
Black applicants for positions within the structural 
Table 14 
Applicants for Structural Jabs by Race, F i r s t  Quarter of 
the Fiscal Year 1978-1982 
Spanish AnreYican 
White Black S- Indian Other Total 
- -- - 
*&s not equal 100% due to rounding e m .  
occupations stayed below the overall percentage of Black 
applicants for all types of occupations during the first 
quarter of each year, 197% through 1982. 
Table 15 illustrates the racial/ethnic breakdown of 
individuals seeking positions with the miscellaneous 
occupations category through Job Service of Iowa, during 
the first quarter of the years 1978 through 1982. 
Because of the eclectic nature of the occupational 
category referred to as miscellaneous occupations, it is 
not at all surprising that changes in the percentage 
participation among the various racial/ethnic groups 
roughly parallel the percentages observed when looking at 
the overall raeial/ethnic breakdown taking place over the 
period between the first quarter of 1978 and the first 
quarter of 1982. 
Null Hypothesis 5: There was no significant change 
in the proportion of persons who were age: less 
than twenty-two, twenty-three to forty-four, 
forty-five to sixty-four, or sixty-five and over 
seeking job-referral assistance through Job Service 
of Iowa between the years 1978 and 1982 with 
employment goals in the following occupational 
categories: 
Professional/Technical/Managerial Occupations 
Sales and Clerical Occupations 
Service Occupations 
Agricultural, Fishery, Forestry and Related 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural occupations 
MiscelEaneous Occupations 
Table 15 
Applicants for Miscellaneous Jobs by Race, First Quarter of 
the Fiscal Y e a x  1978-1982 
Spanish Merican 
Wkite B l a c k  Smm Indian Other Total 
10,528 448 132 37 7 0 11,215 
93.9% 4.0% 1.2% 0.3% 0,6% 1100.0% 
*Does not e q u a l  100% due to rounding error. 
The null hypothesis was rejected on the basis of the 
TUSTAT Statistical Contingency tests which showed a signifi- 
cant change in the proportion of persons in the four age 
cohorts across the nine occupational categories during the 
first quarter of the fiscal years of 1978 through 1982. 
The Chi Square for each of the nine occupational 
categories was significant at the -01 level, the value 
selected for this study. In each of the nine categories, 
the level of significance actually exceeded that of the .001 
level of significance. 
The results of the TUSTAT Statistical Contingency tests 
for significance performed on each of the occupational 
categories for the variable of age are as follows: 
1. Professional/Technical/~anagerial Occupations-- 
Chi Square value of 251.219 with 12 degrees of 
freedom--significant beyond the .001 level. 
2 .  Sales and Clerical Occupations--Chi Square value 
of 1123.74 with 12 degrees of freedom--significant 
beyond the .001 level. 
3 .  Service Occupations--Chi Square value of 619.387 
with 12 degrees of freedom--significant beyond the 
-001 level. 
4. Agricultural, Fishery, Forestry and Related 
Occupations--Chi Square value of 354.748 with 12 
degrees of freedom--significant beyond the -001 
level. 
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5. Processing Occupations--chi Square value of 
885.024 with 12 degrees of freedom--significant 
beyond the .001 level. 
6. Machine Trade Occupations--Chi Square  value of 
1164.48 with 12 degrees of freedom--significant 
beyond the .00l level. 
7. Benchwork Occupations--Chi Square value of 
1016.52 with 12 degrees of freedom--significant 
beyond the .001 level. 
8. Structural Occupations--Chi Square value of 
2291.83 with 12 degrees of freedom--significant 
beyond the .001 level. 
9. Miscellaneous ~ccupations--Chi Square value of 
2009-79 with 12 degrees of freedom--significant 
beyond the .001 level. 
Table 16 illustrates the age categories in which indi- 
viduals seeking assistance fell at the time of making 
application for assistance. The table illustrates the 
actual numbers and the percentages of individuals falling 
into these categories from the samples for 1970, 1975, and 
1978 through 1982. 
The period in which the greatest amount of change took 
place was the period between 1979 and 1980. Within the 
category comprised of individuals age twenty-two and under, 
the group dropped from 22,109 in the 1979 sample to 15,210 
in the 1980 sample. This represents a drop from 29.8 percent 
Table 16 
Frequency and Percentage Totals for Applicants by Age,  
1970-1982 
NurrSser of mtal for 
Applicants Age 22 Age Me Age 65 Year: (1st 
BY Age or Less 23-44 45-64 orOver QtY. O ~ Y )  
*percent of year eqilals total. 
**Categories cdu ted  for this year. 
of the 1979 sample to only 18.8 percent of the 1980 sample. 
During the same 1979 to 1980 period, the category 
comprised of individuals age twenty-three through forty- 
four increased from 43,470 to 55,936. This represents an 
increase from 58.7 percent of the 1979 sample to over 69 
percent of the 1980 sample. 
During the period from 1970 through 1 9 8 2 ,  the category 
comprised of individuals age twenty-two and under (at the 
time of application far services) decreased from a high of 
30.1 percent of the 1975 sample to only 14.6 percent of the 
sample from 1982. During this same twelve-year period, 
the category containing persons age twenty-three through 
forty-four (at the time of application far services) in- 
creased from 55 percent of the 1970 sample to 70.7 percent 
of the sample from 1982. To an extent such changes are 
characteristic demographic shifts in the general popula- 
tion, although the figures reported by Job Service of 
Iowa are more dra.snatic. 
The category comprised of persons who were age forty- 
five through sixty-four (at the time of application for 
services) doubled in terms of actual numbers during the 
period from 1975 through 1982. However, the percent of 
individuals seeking services who fell into this age cate- 
gory only increased from 11.5 percent of the 1975 sample to 
13.8 percent of the 1982 s a m p l e  The category comprised 
of persons age sixty-five and over (at the time of 
application for services) has continuously remained below 
1 percent of the sample from 1975 through 1982. (In 1970, 
this age group was reported in the same group as those 
persons age forty-five through sixty-four so separate 
figures are not available for that year.) 
Tables 17 through 20 show the age breakdown of these 
individuals seeking assistance in obtaining positions in 
each of the nine occupational categories over the period 
from 1978 through 1982. While Table 16 clearly illustrated 
a decline in the percent of younger applicants (age twenty- 
two and under) and an increase in the twenty-three through 
forty-four year old age group of applicants, Tables 1 7  
through 20 show the occupational choice categories in 
which the different age-group populationswere seeking 
employment. 
Looking at the oldest age category first, t h e  table 
illustrates that in the 1 9 7 8  sample, the majority ( 5 4 . 5  
percent) of individuals age sixty-five or over were seek- 
ing positions in two principle occupational categories. 
They were clerical and sales occupations (26.3 percent) 
and service occupations (28.2 percent) . I f  one combines the 
five occupational categories that would seem to be the 
most physically demanding, agricultural, fishery, forestry 
and related; processing; machine trade; benchwork; and 
structural, the total percent of all five categories corn- 
bined is only 22.7 percent of the 1978 sample. 
Table 17 
Frequency and Percentage of OG~upational F"referenee, Age 
Twenty-ltcro or Less, 1978-1982 
Occupational Category 1978 1979 1980 1981 19112 
Prof essional/Teclulical/ F = 407 504 310 302 250 
Managerial %*= 2.5 2.3 2.0 2.5 2.3 
Sales and Clerical F = 3,463 4,626 3,229 2,804 2,470 
% = 21-1 21.0 21.2 22.9 22.8 
Agricultural, Fishery, F = 531 824 513 442 362 
Forestry & Related % = 3.2 3.7 3 . 4  3.6 2 . 3  
Processing 
,%chine Trade F = 849 1,329 919 656 617 
'"0 = 5.2 6.0 6.0 5.4 5.7 
Structural 
*Percent of column. 
Tab le  18 
Frequency and Percentage of Occupat iona l  Preferwe, Age 
Rnjrenty-Thee to Forty-Four, 1978-1982 
Ol=cupa~oml Category 1978 1979 1980 1981 1982 
Sales and Clerical F =  7,804 9 ,902  11,381 11,042 10,416 
% =  22,8 22.8 20.4 21.4 20.0 
Service 
Agricultural., Fishery, F = 323 452 67 4 674 681 
Forestq & Wlated % = 0.9 1.0 1 .2  1 .3  1.3 
Processing 
Structural 
Miscellaneous 
T o t a l s  100.0% 100.0% 100.0% 100.0% 100,0% 
*Percent of column. 
Table 19 
Frequency and Percentage of OcsQTpatimal Preference, Age 
Forty-Five to Sixty-Four, 1978-1982 
Ocmpational Category 1978 1979 1980 1981 1982 
Sales and Clerical F = 1,773 2,087 2,152 2,017 2,347 
% = 25.6 26.3 23.3 22.3 23.0 
Service 
Agricultural, Fishery, F = 9 3 9 2 136 9 0 128 
Forestry & Wlated 9, = 1.3 1.2 1.5 1 - 0  1.3 
Processing 
Structural  
Miscellaneous 
T o t a l s  100.0% 100.0% 100.0% 100.0% 100.0% 
Table 20 
Frequency and Percentage of Occupatianal Preference, Age  
Sixty-Five and Over, 1978-1982 
O c ~ t i o n a l  Category 1978 1979 1980 1981 1982 
Sales and Clerical 
Aqiculltural, Fishery, F = 16 12 15 1 4 25 
Fares- & Related % = 3.1 2.5 3.9 3.5 5.3 
mchine Trade 
Structural 
T o t a l s  
*Percent of column. 
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The heavy concentration of the sixty-five and over 
group in the two main occupational categories mentioned 
above, clerical and sales, and service, retains its domina- 
tion throughout the five-year period. Clerical and sales 
occupations remained fairly constant, but service occupa- 
tions increased from 28.2 percent (sixty-f ive and over) 
in the 1978 sample to 37.2 percent (sixty-five and over) 
in the 1982 sample. 
Anather interesting observation can be made by looking 
at the age breakdown of the individuals seeking employment 
in the professiona~/technical/managerial occupations (the 
occupational category most likely ta be perceived as being 
the most prestigious and having the most responsibility). 
In each of the five yearly samples, the age group which 
clearly dominates the applications in this vocational 
category is the twenty-three through f orty-f our year old 
group. This domination increases in actual numbers and 
in percentage of applicants over the five-year period 
The number and the percentage in the forty-five through 
sixty-four year old group also increases during the 
five-year period. However, the percentage of very young 
persons (age twenty-two and under) and of older persons 
(age sixty-five and over) decreases throughout the five- 
year period. 
Null Hypothesis 6: There was no significant change 
in the proportion of persons seeking job-referral 
assistance through Job Service of Pawa between the 
years 1978 and 1982 with employment goals in the 
following occupational categories: 
Professional/Technical/Managerial Occupations 
Clerical and Sales Occupations 
Service Occupations 
Agricultural, Fishery, Forestry and Related 
Occupations 
Processing Occupations 
Machine Trade Occupations 
Benchwork Occupations 
Structural Occupations 
Miscellaneous Oecupations 
The null hypothesis was rejected on the basis cf the 
TUSTAT Statistical Contingency tests which showed a 
significant change in the proportion of persons seeking 
jobs in the nine different occupational categories, be- 
tween the year 1978 and the year 1982. 
The Chi Square value 
result significant 
set 
value, with 
the 
for 
for this study. 
this test was 1287.35, 
level, thus meeting the re- 
In fact, the Chi Square 
degrees of freedom was significant beyond 
the .001 level- 
The actual numbers of persons seeking jobs in each of 
the occupational categories, in the years 1978 and 1982 is 
displayed in Table 21. This table illustrates the propor- 
tion persons seeking emp 1 open t in each of the nine 
occupational categories during the first quarter of the 
fiscal years 1978 and 1982. 
The three largest occupational categories in both 
years were: sales and clerical occupations, service 
T a b l e  2 1  
F r e q u e n c y  and P e r c e n t a g e  Change  1 9 7 8  V e r s u s  1 9 8 2 ,  
By A r e a  of O c c u p a t i o n a l  Choice 
Amount 
Change 
O c c u p a t i o n a l  Between 
Category 1978  1 9 8 2  1978  & 1 9 8 2  
P r o f e s s i o n a l /  F =  5 , 2 9 3  6 , 5 1 3  1 , 2 2 0  
Technical/ %*= 9 .1% 8 .8% -0 .3% 
Managerial 
S a l e s  and 
Cler ica l  
Service 
A g r i c u l t u r a l ,  F = 963  1 , 1 9 6  
Fishery, % = 1 . 6 %  1 . 6 %  
F o r e s t r y  & 
Rela ted  
2 3 3  
Same 
P r o c e s s i n g  F = 2 , 4 7 4  4 , 3 4 4  1 , 8 7 0  
% = 4 . 2 %  5 . 8 %  + 1 . 6 %  
Y a c h i n e  Trade F =  3 , 3 0 4  6 , 8 7 6  3 , 5 7 2  
"a 5 , 6 %  9 . 3 %  ~ 3 . 7 %  
B e n c h w o r k  F = 5 , 1 1 9  5 , 0 4 3  -76 
9 - o - 8 . 8 %  6 . 8 %  - 2 . 0 %  
Structural 
Miscel laneous  
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occupations, and miscellaneous occupations. During the 
f ive-year period, all three of the largest categories 
dropped in terms of the percentage of the total number of 
applicants they represented. 
The percentage of the total number of applicants repse- 
sented by those applying for sales and clerical positions 
declined 1.8 percent, service occupations declined 1.7 
percent, and miscellaneous occupations declined 2.3 per- 
Cent. Also declining in terms of the percentage of the 
total they represented were benchwork occupations--2 per- 
cent, and professional/technical/managerial occupations-- 
0.3 percent from the first quarter of 1978 to the first 
quarter of 1982. 
Benchwork occupations not only declined in terms of 
percentage of the total number of applicants, but also in 
terms of raw numbers. There were seventy-six fewer appli- 
cants in this category during the first quarter of 1982 
than there were in the first quarter of 1978. Benchwork 
occupations was the only category that had an actual de- 
cline in the number of applicants. 
The strongest gain between the first quarter of 1978 
and the first quarter of 1982 was registered by applicants 
for the machine trades occupations. The actual number of 
applicants for this category in 1978 was 3,304, which 
amounted to 5.6 percent of the total number of applicants 
for the period During the first quarter of 1982 there 
were 6,876 applicants for machine trades positions which 
represented 9.3 percent of the total number of applicants 
for the period. 
A l s o  gaining in percentage of the total were appli- 
cants for positions in the structural occupations. This 
category represented 12.1 percent of the total number of 
applicants during the first quarter of 1 9 7 8 .  During the 
first quarter of 1982 the same category represented 1 4 . 8  
percent of the total number of applicants. 
Applicants for positions in the processing occupa- 
tions represented 4.2 percent of the total during the first 
quarter of 1978. During the first quarter of 1 9 8 2  
applicants for processing positions represented 5.8 percent 
of the total. 
While the number of applicants for positions within 
the agricultural, fishery, forestry and related occupa- 
tions category increased between the first quarter of 1978 
and the first quarter of 1 9 8 2 ,  the percentage of the total 
number of applicants which was represented by this category 
remained unchanged at 1.6 percent of the total. 
Sumary of Findings 
Analysis of the data obtained from Job Service of 
Iowa demonstrated that there have indeed been significant 
changes in the demographic characteristics of applicants 
for job-referral assistance, during the years 1970 through 
1382.  However, the reasons for these changes may n o t  be 
rzadiiy apparent due t o  the complex interaction of social, 
economic, political and geographic factors in the labor 
market. Individual behavior regarding job-seeking deci- 
sions is also influenced by a multitude of personal fac- 
tors which may not be measured by a s t u d y ,  such as this 
Qne, which encompasses hundreds of thousands of persons. 
Nevertheless, it is possible to discern trends in the popu- 
lation of individuals who were seeking new employment 
4pportunities in Iowa during the time frame specified by 
this study. These trends and possible factors responsible 
Eor them are discussed in detail in Chapter Five. 
CHAPTER FIVE 
Summary, Discussion, and Conclusions 
Summary 
The Problem 
To be most effective, counselors, educators, place- 
ment specialists and other professionals who assist persons 
preparing for employment need to be familiar with the 
characteristics of the labor market and those seeking to 
enter it. In addition, secondary schools, colleges and 
universities, rehabilitation facilities, public and 
private employment agencies, vocational training centers, 
and federal, state and local manpower programs, a multitude 
of "re-entry" programs and countless other organizations all 
prepare individuals for employment: all of them may utilize 
labor market information to develop and implement their 
programs. 
The purpose of this study was to examine changing 
characteristics of individuals seeking new employment 
opportunities in the state of Iowa during the past decade. 
For example, are more women entering the workforce than 
there were a decade ago? Are women today more often seek- 
ing non-traditional positions than they were in the past, 
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and, i f  so,  wha t  are t h e y ?  Are o lde r  workers  more o f t e n  
postponing r e t i r e m e n t  and s t a y i n g  i n  t h e  l a b o r  f o r c e ?  
How do t h e  o c c u p a t i o n a l  p r e f e r e n c e s  of members of minor i ty  
g r o u p s  compare  w i t h  t h o s e  a f  t h e  White m a j o r i t y  i n  Iowa? 
A r e  m o r e  p e r s o n s  s e e k i n g  new employment o p p o r t u n i t i e s  even 
when t h e y  a r e  employed and n o t  f o r c e d  t o  s ecu re  new pos i -  
t i o n s ?  A r e  t h e r e  more i n d i v i d u a l s  s e a r c h i n g  f o r  employ- 
ment now t h a n  t h e r e  were  f i v e  y e a r s  ago? By ana lyz ing  
c h a r a c t e r i s t i c s  of t h e  job-seeking p o p u l a t i o n  i n  t h e  s t a t e  
of I o w a ,  it may be p o s s i b l e  t o  d i s c e r n  s i g n i f i c a n t  changes 
which have o c c u r r e d  i n  t h e  s t a t e ' s  p o t e n t i a l  workforce.  
S i n c e  J o b  S e r v i c e  of  Iowa i s  a  p u b l i c  agency, mandated 
by law t o  assist  Iowans seek ing  employment, and t h e  l a r g e s t  
s i n g l e  employment s e r v i c e  i n  t h e  state, it was dec ided  t o  
utilize i t s  in -house  s t a t i s t i c s  f o r  t h e  purposes of t h i s  
s t u d y .  Job  S e r v i c e  of Iowa began t o  computer ize  r e c o r d s  
of  j o b  a p p l i c a n t s  i n  1 9 7 0 ;  consequent ly ,  that year  became 
t h e  d a t a  b a s e  d a t e  f o r  t h i s  p r o j e c t .  Consequently,  t h i s  
s t u d y  c o n t a i n s  s e l e c t e d  d a t a  from 1970 through 1 9 8 2 ,  t h e  
most  recent year from which s t a t i s t i c s w e r e a v a i l a b l e .  
Des ign  and Methodology 
The sample fo r  t h i s  s t u d y  i n c l u d e d  a l l  persons  who 
a p p l i e d  f o r  employment a s s i s t a n c e  a t  a Job S e r v i c e  o f f i c e  
i n  I o w a  d u r i n g  t h e  f i r s t  q u a r t e r  of the f i s c a l  y e a r s ,  1970, 
1975 ,  1 9 7 8 ,  1979 ,  1980,  1 9 8 1  and 1 9 8 2 .  Between 1970 and 
1 9 7 7 ,  t h e  o n l y  d a t a  computer ized f r o m  i n d i v i d u a l  a p p l i c a t i o n  
forms were the age and sex of each applicant. 
B y  1978, Job Service began to computerize variables 
such as race, work status at the time of application for 
services and occupational preference, thus, data pertain- 
ing to these variables are included in this study only for 
the period 1978 through 1982. 
For 1981 and 1982 Job Service no longer computerized 
data for work status (consequently that variable may be 
studied only from the period of 1978 through 1980) . 
Data for the study were collected with the assistance 
of Job Service of Iowa" Research and Analysis Deparment. 
Information was gathered from quarterly reports which are 
recorded on microfiche to be utilized by this department. 
These reports compiled information gathered from form 511A, 
a tool used by Job Service interviewers to record standard- 
ized information during the applicant's interview for 
employment services. 
A set of six null hypotheses was generated to test 
changes in applicants pertaining to variables of age. sex, 
race, work status at the time of application, and occupa- 
tional choice. 
The TUSTAT Statistical Contingency Test, a variation 
of the basic Chi Square test for significance, was chosen 
to test the null hypotheses. This statistic was used be- 
cause of its ability to analyze several variables at the 
same time. In addition to the test for significance, 
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p e r c e n t  and  f r e q u e n c y  changes  over  t i m e  were c a l c u l a t e d  by 
t h e  r e s e a r c h e r ,  
F i n d i n g s  
I n  g e n e r a l ,  t h e  s t u d y  shawed a d e c l i n e  i n  t h e  per-  
c e n t a g e  o f  i n d i v i d u a l s  who were seek ing  p o s i t i o n s  w i th in  
t h e  c l e r i ca l  and  sales occupa t ions ,  t h e  s e r v i c e  occupa t ions ,  
t h e  benchwork o c c u p a t i o n s ,  and t h e  occupa t iona l  ca t ego ry  
l a b e l e d  m i s c e l l a n e o u s  occupa t ions .  The machine t r a d e  
o c c u p a t i o n s ,  t h e  s t r u c t u r a l  occupa t ions  and t h e  process ing  
o c c u p a t i o n s  showed g a i n s  i n  t h e  percen tage  of i n d i v i d u a l s  
who were s e e k i n g  p o s i t i o n s  w i t h i n  t h e s e  c a t e g o r i e s .  While 
t h e  actual number of a p p l i c a n t s  f o r  p o s i t i o n s  w i t h i n  t h e  
a g r i c u l t u r a l ,  f i s h e r y ,  f o r e s t r y  and r e l a t e d  occupa t ions  
c a t e g o r y  i n c r e a s e d ,  t h e  pe rcen tage  of t h e  t o t a l  w h i c h  sought  
p o s i t i o n s  w i t h i n  t h i s  ca t ego ry  remained unchanged. 
The a g e  g r o u p  l a b e l e d  twenty-two yea r s  of age o r  l e s s  
d e c r e a s e d  i n  a c t u a l  numbers and i n  percen tage  of appf i -  
c a n t s  who f e l l  i n t o  t h i s  group.  Th i s  d e c l i n e  was s t e a d y  
and q u i t e  s e v e r e  from 1 9 7 9  through 1 9 8 2 .  I n d i v i d u a l s  i n  
t h e  a g e  c a t e g o r y  l a b e l e d  twenty- three  through f  o r t y - f o u r  
years showed a s t r o n g  g a i n  d u r i n g  t h e  same per iod .  
The a g e  g r o u p  from f o r t y - f i v e  yea r s  through s i x t y - f o u r  
years  c o n t a i n e d  11 .5  p e r c e n t  of t h e  t o t a l  a p p l i c a n t  popula- 
t i o n  i n  t h e  f i r s t  q u a r t e r  of 1 9 7 8 .  During the  f i r s t  
q u a r t e r  o f  1 9 8 2 ,  13 .5  p e r c e n t  of t h e  a p p l i c a n t s  f e l l  i n t o  
this age c a t e g o r y .  The age  ca t ego ry  l abe l ed  s i x t y - f i v e  
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years or over contained fewer than 1 percent of the tatal 
applicants throughout the five-year period 1978-1982. 
Individuals aged sixty-five and over were shown to be 
heavily concentrated in the occupational preference eate- 
gories of clerical and sales occupations and service occupa- 
tions. The percentage of applicants in this age category 
applying for positions within the service occupations group 
increased significantly during the five-year period. 
Persons in the twenty-three through forty-four year old 
group dominated the applicants for positions in the 
professional/technical/managerial occupations. Furthermore, 
this domination increased in actual numbers and in per- 
centage of total applicants over the f ive-year period. 
Iowa's workforce, like Iowa's population, is largely 
White. The second largest racial [ethnic group in Iowa's 
workforce is the Black population. The real number of 
Black applicants and the percentage of total applicants 
who w e r e  Black declined during the five-year period 1978 
through 1982. 
The number and percentage of Black applicants for 
~rofessional/technical/managerial occupations decreased 
during the five-year period, while the number and per- 
centage of White applicants in this category increased. 
W h i t e s  w e r e  shown t o  have increased their domination of 
the applications within machine trade occupations, s t r u c -  
tural occupations and to a lesser degree the category 
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labeled miscellaneous occupations. 
Interestingly, although they represent only a small 
minority, the most obvious gains were made by the racial/ 
ethnic category labeled as "others"(such as Southeast 
Asian refugees and Pacific Islanders) . This group made 
substantial gains in the processing occupations, the 
agricultural, fishery, forestry and related occupations, 
and in the benchwork occupations. 
Job Service of Iowa kept records of the work status 
of applicants for the years 1978, 1979 and 1980. During 
this time, the number and percentage of the applicants 
who were unemployed at the time of application rose steadily 
and rather dramatically, 
Three occupational choice categories contained the 
highest percentage of applicants who were fully employed 
at the time of application. These categories were: the 
professional /technical/managerial occupations, the machine 
trade occupations, and the clerical and sales occupations. 
In each category, the actual number and the percent of 
applicants who were fully employed at the time of applica- 
tion reached a peak in 1979 hut dropped off sharply in the 
1980 sample. 
During the f ive-year period 1978-1982,  the percentage 
of applicants f o r  services who were male rose in eight of 
the nine occupational categories. O n l y  the percentage 
of m a l e s  in the structural occupations did not rise* It 
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remained a t  9 6  p e r c e n t  of t h e  t o t a l .  
B y  combining t h e  t o t a l s  of t h e  c l e r i c a l  and s a l e s  
o c c u p a t i o n s  w i t h  t h e  t o t a l s  f o r  t h e  s e r v i c e  occupations,  
one l o c a t e s  6 8 . 5  p e r c e n t  of a l l  females  seeking job- 
r e f e r r a l  a s s i s t a n c e  d u r i n g  t h e  f i r s t  q u a r t e r  of 1982 i n  
t h e s e  c a t e g o r i e s .  Th i s  i s  a s u b s t a n t i a l  increase  over 
t h e  s a m e  combined percentage  found i n  the  sample provided 
f o r  t h e  f i r s t  q u a r t e r  of 1978. 
The p e r c e n t a g e  of males seeking p o s i t i o n s  wi th in  t h e  
m i s c e l l a n e o u s  occupa t ions  category decreased  steadily 
t h r o u g h o u t  t h e  f  ive-year  per iod  1 9 7 8  through 1982, How- 
e v e r ,  by combining t h e  t o t a l s  found i n  the  miscellaneaus 
o c c u p a t i o n s  w i t h  t h e  t o t a l s  fo r  t h e  s t v u c t u r a l  oceupations 
i t  was s t i l l  p o s s i b l e  t o  account for o v e r  45 percent  of a l l  
m a l e  a p p l i c a n t s  f o r  t h e  f i r s t  q u a r t e r  of 1982. 
The p e r c e n t a g e  of males and females  who were seeking 
p o s i t i o n s  w i t h i n  t h e  professional/technical/managerial 
o c c u p a t i o n s  were q u i t e  s i m i l a r .  These percentages re- 
mained q u i t e  c o n s t a n t  through t h e  f i v e - y e a r  period 1 9 7 8  
through 1982 a t  approximately 8 t o  9 percent of t h e  t o t a l  
a p p l i c a n t s  f o r  each sex. 
Discussion 
F r a m  t h e  f i n d i n g s  of t h i s  r e s e a r c h  the re  have been 
s i g n i f i c a n t  changes i n  t h e  composi t ion of Iowa's workforce 
d u r i n g  the p a s t  few years.  However, t h e  d i r e c t i o n  of t h e  
changes, the real significance of the changes, and to some 
extent the meaning and implications of the changes is left 
for debate. 
Women unquestionably play a greater role in Iowa's 
present workforce than they did during the last decade. 
During the first quarter of fiscal year 1982, 38.8 percent 
of the applicants seeking assistance through Job Service of 
Iowa were women. However, this percentage is down consid- 
erably from a high of 49.1 percent in 1978. While the 
actual number of female applicants seeking assistance from 
Job Service offices in Iowa has increased markedly since 
1970, the numbers have dropped steadily and rather 
dramatically from a high of 36, 187 during the first 
quarter of 1979 to 28,650 during the first quarter of 1982. 
Since professional literature contains evidence of 
dramatic changes in women's roles, a noticeable move away 
from women ' s traditional jobs might have been expected. 
Positions that have traditionally been dominated by males 
may have attracted more women during the period of this 
study. Interestingly, if one combines two occupational 
choice categories that have traditionally been chosen by 
women, i. e. , the clerical and sales occupations and the 
service occupations, it is discovered that the percentage 
of women applying f o r  positions in these two areas during 
the first quarter of 1982 was 68.5 percent compared to 
64.7 percent for 1478. 
1 5 7  
nuring this same five-year period, 1938 through 1982, 
there has been no significant change in the actual number 
or the percent of women seeking positions within the 
professional/technicaI/managerial occupations. Although the 
percentage of women applying for positions in the machine 
trade occupations and the structural occupations have risen 
slightly during the f ive-year period, the percentages 
dropped significantly in the benchwork occupations and the 
category labeled miscellaneous occupations. 
The meaning of the changes outlined above are not 
altogether clear. Is Iowa out of step with the rest of 
the country in terms of the changing roles of women? Has 
the declining economy put a damper on the enthusiasm for 
women changing or upgrading their positions? Are women 
choosing to go back into the more traditional roles? Or, 
have the econamic difficulties of the last few years dis- 
torted the overall employment picture so that we are un- 
able to see clear-cut. trends? 
While Job Service of Iowa computerized records f o r  
only three years concerning the work status of applicants 
at the time of their application for services, these 
three years do show what at least appears to be a trend. 
The actual number and the percentage of persons who were 
unemployed a t  the time of application rose steadily and 
dramatically during t h e  first quarter of this t h r e e - y e a r  
period, 1978-1980. 
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At the same time, the percentage of individuals who 
were fully employed at the time of application for services 
rose quite dramatically between the first quarter of 1978 
and the first quarter of 1979. However, the drop in 
percentage between the first quarter of 1979 and the first 
quarter of 1980 was even more dramatic. 
Again, t h e  findings of the research leave certain 
questions unanswered. The professional literature in the 
career guidance area devotes a great deal of space to dis- 
cussion of (voluntary) career change. One migh t  reasonably 
e x p e c t  individuals who were considering (voluntary) career 
change to seek assistance and the services of an agency 
such as Job Service of Iowa during t h e  time while he/she 
was still fully employed. Yet, in the abbreviated sample 
available from Job Service of Iowa, it would appear that a 
drop in the number and in the percentage of individuals 
seeking assistance while they were employed was beginning 
between the first quarter of 1979 and the first quarter of 
1 9 8 0 .  Has this trend continued? Is it really a trend? 
Has the economy certailed voluntary career change for the 
present? Or, do individuals seeking to voluntarily change 
careers do so outside the auspices of governmental agencies 
such as Job Service of Iowa? 
It is interesting to note that throughout the three- 
year period, 1978, 1979 and 1980, applicants for three 
occupational choice categories continuously had the 
159  
highest percentage of individuals who were fully employed 
at the time of application for services. These categories 
were: the professional/technical/managerial occupations, 
the machine trade accupations, and the clerical and safes 
occupations. In general, these are the categories in which 
it might be expected that the most educated and most 
skilled individuals would be found. 
From this inf ormation, it might be concluded that in 
Iowa the tendency toward voluntary career change is found 
primarily among the best educated and the most highly 
skilled. However, within these three occupational cate- 
gories, over the three-year period 1 9 7 8 ,  1 9 7 9  and 1 9 8 0 ,  
there was a rise in the percentage of individuals seeking 
assistance while fully employed, followed by a rather 
dramatic decline. This factor increases speculation that 
a poor economy and high unemployment rate have great 
impact on voluntary career change. 
Much of the present vocational guidance literature 
devotes much space to discussion about new roles for 
minority members within the national workforce. There is 
a white domination of the workforce in Iowa. In fact, 
the domination of the workforce by Whites has actually in- 
creased during the period from the first quarter of 1978 
through the first quarter of 1992. Blacks are the largest 
racial minority group in Iowa; however, the percentage of 
applicants for services from Job Service of Iowa who were 
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Black actually decreased during the five-year period of 
this s t u d y .  
while only a very small number of individuals within 
Iowa ' s workforce were placed in the category labeled as 
'bothers," this group showed strong increases in the number 
and percentage of applicants seeking positions in the 
processing occupations, agricultural, fishery , forestry 
and related occupations, and the benchwork occupations. 
Possibly these changes were largely due to the influx of 
individuals brought into Iowa from Southeast Asia during 
the late 1970's and early 1 9 8 0 % .  In 1975,the governor of 
Iowa formed a task force for Indochinese resettlement which 
later developed into the Iowa Refugee Service Center, a 
federally funded agency which resettles and aids Indo- 
chinese refugees in Iowa under the direction of Job 
Service of Iowa. As a result of these efforts, and those 
of some private agencies, 6,800 Indochinese refugees had 
been settled in Iowa by 1980.' The ramifications of such 
a program are obvious in terms of its effect upon the 
number of racial/ethnie minority group members in the 
state of Iowa, 
From t h e  data, there does not seem to be evidence of 
upwardly mobile minority members (especially  lacks 1 ir. 
Iowa, ~t isn't clear whether this finding is a reflection 
',Job Service of Iowa, "Annual Report. Fiscal Year 
1980," p.  7. 
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of national trends or the very strong domination of Wfrites 
within the general population of Iowa. The only discern- 
ible trend within the small group of racial minorities in 
Iowa is the significant increase in the nuder of "other" 
applicants for services at Job Service off ices. 
Concerning the variable of age, the most significant 
finding is that no large increase had taken place in the 
percentage of individuals seeking assistance from ~ o b  
Service of Iowa who were sixty-five years of age or older. 
In fact, the percentage of applicants within this age 
category remained under 1 percent of the total during the 
first quarter of 1975 and throughout the first quarter 
samples far the last five-year period of this study, 1978- 
1982. 
Since 1979, there was a steady decline, both in 
actual numbers and in the percentage, of individuals age 
twenty-two and under applying for assistance from Job 
Service off ices in Iowa. ~t the same time, there was a 
steady increase in the number and percentage of indi- 
viduals age twenty-three through forty-four. The most 
dramatic turnaround in these two groups came between 1979 
and 1980. During this short period, the age twenty-two and 
under group declined by over 6,000 applicants, while the 
age twenty-three through forty-four age group gained over  
12,000 applicants. 
~t seems reasonable to assume that Some of the rather 
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d r a m a t i c  c h a n g e s  i n  t h e  a g e  breakdown of a p p l i c a n t s  can be 
attributed t o  a d e c l i n i n g  economy and perhaps a tendency 
for  young p e o p l e  t o  s t a y  i n  school  Longer due t o  a shor tage  
of jobs and a t i g h t e n i n g  economic ou t look .  
A t  the s a m e  t i m e ,  i t  a l s o  seems seasonable  t o  specu- 
l a t e  t h a t  t h e  ma jo r  t u rna round  t a k i n g  p l ace  between 1979 
a n d  1980  may be i n  p a r t  a t t r i b u t e d  t o  t h e  "baby boom" 
g e n e r a t i o n  coming of age .  I n d i v i d u a l s  c ros s ing  t h e  l i n e  
f r o m  t h e  twenty- two and under  group i n t o  t h e  twenty-three 
through f o r t y - f o u r  g roup  between t h e  f i r s t  q u a r t e r  of 1979 
and the f i r s t  q u a r t e r  of 1980 would have been born sometime 
i n  t h e  1 9 5 6  t h r o u g h  1957 e r a .  Census f i g u r e s  f o r  1 9 7 0  and 
1 9 8 0  show a d e c l i n e  of 1 4 1 , 0 0 3  o r  1 3  percen t  i n  t h e  po r t i on  
of I o w a ' s  p o p u l a t i o n  t h a t  was age  twenty and under. 1 
Whatever  t h e  r e a s o n s  f o r  t h e  changes i n  age composition 
of the Job S e r v i c e  a p p l i c a n t s ,  most job seekers  were i n  
the m i d d l e  of t h e  a g e  spectrum,  age twenty-three through 
s i x t y - f  o u r ,  r a t h e r  t h a n  on t h e  extremes,  i .e. , twenty-two 
a n d  u n d e r  o r  s i x t y - f i v e  and ove r .  The major i ty  of t h e s e  
a p p l i c a n t s  w a s  i n  t h e  twenty- three  through fo r ty - fou r  yea r  
o l d  group. However, if a d e c l i n i n g  b i r t h  r a t e  i s  t h e  
i m p o r t a n t  r e a s o n  that fewer  persons  appear i n  t hese  c a t e -  
g o r i e s ,  t h e n  m o r e  Job S e r v i c e  a p p l i c a n t s  w i l l  e v e n t u a l l y  be 
i n  t h e  age g r o u p  of f o r t y - f i v e  through s i x t y - f i v e .  
' job  Service of Iowa, "hnnual  Planning In£  ormat ion,  
F i s c a l  Year 1 9 8 3 , "  p. 7 .  
Dur ing  t h e  f i r s t  q u a r t e r  of 1978 and the  f i r s t  
q u a r t e r  of  1 9 8 2 ,  i n d i v i d u a l s  s i x t y - f i v e  years  of age o r  
o l d e r  s o u g h t  p o s i t i o n s  i n  e i t h e r  t h e  c l e r i c a l  and s a l e s  
o c c u p a t i o n s  o r  t h e  s e r v i c e  occupations.  The majori ty  of 
t h e  g rowth  f o r  t h i s  age  group w a s  seen within t h e  se rv ice  
o c c u p a t i o n s .  
The  a g e  c a t e g o r y  f o r t y - f i v e  through s ixty-four  appears 
t a  be t h e  most  o c c u p a t i o n a l l y  s t a b l e  group, most ind i -  
v i d u a l s  s e t t l e  i n t o  a p o s i t i o n  and r e t a i n  it u n t i l  r e t i r e -  
ment ,  T h i s  a g e  g roup ,  l i k e  t h e  age s ix ty - f ive  and over 
g roup ,  shows the l a r g e s t  p o r t i o n  of appl ica t ions  f o r  posi- 
tions i n  t h e  c l e r i c a l  and s a l e s  occupations and the  
s e r v i c e  o c c u p a t i o n s .  From t h i s  d a t a ,  one may conclude t h a t  
p e r h a p s  t h e s e  two a r e a s  g e n e r a l l y  have more turnover than 
o t h e r  o c c u p a t i ~ n a l  c a t e g o r i e s .  
However, d u r i n g  t h e  1 9 7 8  through 1 9 8 2  period t h e  per- 
c e n t a g e  of p e r s o n s  age f o r t y - f i v e  through s ixty-four  apply- 
i n g  f o r  p o s i t i o n s  i n  t h e s e  two a r e a s  dropped while t h e  
p e r c e n t a g e  o f  a p p l i c a t i o n s  corning from persons i n  t h i s  age 
group f o r  p o s i t i o n s  i n  s e v e r a l  o t h e r  occupational ca te -  
g o r i e s  i n c r e a s e d .  Perhaps t h e  hard economic times caused 
t h i s  t o  happen.  A t i g h t e n i n g  job market may cause increased 
s t a b i l i t y  i n  a number of occupat ional  areas. 
Iowa's workforce  appears  t o  be g e t t i n g  elder. The 
s t a t e ' s  younger  workers seem t o  apply pr imari ly  f o r  
p o s i t i o n s  w i t h i n  t h e  sales and c l e r i c a l  occupations,  the 
164 
service occupations , and the category labeled miscellaneous 
occupations. The movement during the f ive-year period 
within that age twenty-two and under group seemed to be 
toward the service occupations, perhaps because of the per- 
ceived ease of obtaining such positions or perhaps due to 
federal and state work programs which often are directed 
toward a number of jobs which would be placed in this cate- 
gory. 
If the dramatic age change observed in Iowa @ s  swak- 
force between the 1979 sample and the 1980 sample is an 
indication of the future, then professionals who work in 
vocational guidance, counseling, education and placement 
in Iowa must be aware of its implications. For example, 
the workers who entered the twenty-three through forty-four 
year old category in 1980 will be in this category until 
the year 2001. Professionals will be working with the 
special needs of this "mid-fife" group for quite some 
time. 
Conclusions 
Six general conclusions may be drawn from the 
findings of this study. These are: 
1. The proportion of male versus female total appli- 
cants changed significantly during the period from 1970 
through 1982, 
2. The proportion of male versus female applicants 
changed significantly within each of the nine occupational 
preference categories during the years 1978 through 198 2. 
3 .  e he proportion of applicants who were employed 
full-time, part-time or unemployed at the time of applica- 
tion changed significantly within each of the nine occupa- 
tional preference categories, during the years 1 9 7 8  through 
1980 ,  
4 .  The proportion of White, Black, Spanish-speaking, 
American Indian and "other" minority group members changed 
significantly in eight of the nine occupational preference 
categories (the exception was agricultural, fishery, 
forestry and related occupations) during the years 1978 
through 1982. 
5 .  The pkoportion of persons age twenty-two ar under, 
twenty-three through f orty-four, forty-five through sixty- 
four, and sixty-five ar over changed significantly in each 
of the nine occupational preference categories during the 
years 1978 through 1982. 
6 ,  The number of persons seeking assistance through 
Job Service of Iowa changed significantly between 1948 
and 1982. 
Implications and Limitations of Study 
Analysis of the data contained in this study evidenced 
several significant changes in the demographic character- 
istics of persons seeking job-referral assistance through 
Job Service af Iowa during the 1970's and early 1980". 
In addition, it was possible to discern several trends 
which became more pronounced as the 1970's progressed, 
only to decline by 1982. For example, in 1979 there were 
more women applying for jobs, and more women seeking non- 
traditional jabs than at any other time in the study. In 
that same year women comprised 48.9 percent of all appli- 
cants for services, an increase from 38.3 percent in 1970. 
However, by 3.982 the proportion sf female applicants had 
declined to 38.8 percent, a figure almost identical to that 
of 1970. The same type of significant increase foLlowed 
by a gradual decline, almost to the earliest figures in 
the study, was evidenced in the proportion sf Blacks and 
full-time employed persons seeking new jobs. 
The reasons for the increase in the number of appli- 
cants in these groups and then their decline may not be 
shown by data from this study, which examined the character- 
istics of hundreds of thousands in group form. Far 
example, the data yielded frequencies and percentages of 
variables such as sex, age and race. However, due to the 
con£ idential nature of Job Service's record-keeping system 
and the manner in which the statistics are recorded, it. 
was not possible to study combinations of variables such 
as Black males age sixty-f ive and over and unemployed at 
the time of application for services. 
Such an individualized study might shed some light on 
the reasons responsible for changes in the number and 
1 6 7  
T?roporti~n of persons in various occupational preference 
categories, and reasons for seeking new employment oppor- 
tunities. Obviously, a smaller population sample would be 
necessary to discover the effects of personal, social, 
economic and geographic factors which may also play a 
significant role in each individual's decision to enter the 
job market and occupational category. 
Nevertheless , there are many important implications 
from this study for counselors, educators, job placement 
specialists and all other professionals who serve a current 
or future job-seeking clientele. Since it has been demon- 
strated that the demographic characteristics and the occupa- 
tional preferences of job-seekers may change significantly 
over a short period of time, it is imperative that helping 
professionals have an up-to-date working knowledge of the 
local labor market and labor pool. It is not enough to 
"keep current" with the professional literature on the 
subject of counseling/ teaching/placing potential job- 
seekers, since such literature may pertain to a geographic 
area radically different from the one in which the profes- 
sional is working. Indeed, each region of the country, 
each state and each city is unique in its social, cultural, 
economic, environmental and geographic circumstances ; 
and each of these factors may have a significant impact 
upon the persons seeking employment. 
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Composition of I o w a ' s  P o p u l a t i o n ,  1970  and 1982 
Change 
1 9 7 0  1 9 8 2  Number Percent 
T o t a l  2 , 8 2 2 , 9 9 1  2 , 9 2 8 , 6 6 2  1 0 5 , 6 7 1  3.7 
Sex 
Male 
Female 
R a c e  
White 
Nonwhite 
ase 
Under 2 0  1 , 0 8 2 , 5 9 8  941 ,595  -141,003 -13.0 
4 5  and O v e r  9 2 8 , 8 3 5  958 ,109  29,274 3 . 2  
Source: Job Service of Iowa, "Annual Planning I n f o r m a t i o n ,  
1 3 8 2 ,  I' ( D e s  Moines: S t a t e  of Iowa, June 1981). 
Iowa's Top Ten Occupations 
1 9 7 6 - 1 9 8 5  
Total Job Openings Average mnual 
Job Openings 
Occupa tiun Total Due to Grcrwth 
Sales Workers, General 
Secretaries, except Medical and 
Legal 
Miscellaneous Clerical Workers 
Elementary School Teachers 
Janitors and Sextons 
Farmers (Owners & Tenants) 
Nurse Aides, Orderlies 
Baokkeepers 
Building Interior Cleaners 
Cashiers 
All Occupations 68,383 12,089 
Fast Growing Occupati~ns 
Occupation 
Annual 
1 9 7 6  Percen t  
Employment Growth 
Dental Hygienists 
Secretaries, Medical 
MiseelLaneous Clerical Workers 
Teachers Aides, except Monitors 
Flight Engineers 
Lodging Quarters Cleaners, except 
Private 
Data Processing Machine Repairers 
Boilermakers 
Mechanical Engineering Technicians 
Farm Managers 
A11 Occupations 
*Negative growth openings indicate an occupation with 
declining employment, 
Source : Job Service of I a w a ,  "Annual Planning Information, 
1 9 8 0 , "  (Des Moines: State of Iowa, March 1 9 7 9 ) f  
p. 21. 

